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INTRODUCTION

We hated Career Ladders at first. But
we worked very hard to make sense out of the
plan....Finally, we're seeing the bkenefits.
I would be heartsick if it were to disappear
now. Teacher

You're asking me four years later
whether or not it's worth it. I have to tell
you I'm glad you waited. I can now say
emphatically that it is. If you had asked me
on a bad day in year two, I would have
pleaded for your help in making i+t go away.
Principal

What would I tell the legislature? I
think it's probably the best piece of
legislation they have passed on
reform....however we got here ~ we're
here...and schoqQls are better...and students
[better served] because of it.
Superintendent

In 1983, the Utah State Legislature, with support from the
State Office of Education, adopted a state-wide teacher career
Ladder System (CLS}. The purpose of the legislation was twofold:
to attract and retain good teachers, and to improve the quality
of schools in Utah. The career ladder approach was one supported
by much of the education reform literature of the early 1980s.
Educational leaders called for improvements in the quality of the
teacher work force and expansion of the work responsibilities of
teachers in schools as an important step toward the overall
improvement of K-12 education. Greater financial and career
incentives to keep good teachers in the classroom, more and
better teacher evaluations to improve the guality of teaching,
and better use of teacher talents outside the classroom were
strategies considered essential for school reform.

Utah's Career Ladder legislation structured these
recommendations into a five-component statewide teacher
compensation system. Two components of the system allow
districts to pay teachers for work beyond the regular contract
year. Through three other components, teachers can be paid for
expanded job responsibilities and qualitatively better teaching
during the regular schocl year. From district to district, the
results of Career Ladder implementation have been mixed, with
some districts benefiting greatly from the policy, while others
are obviously struggling with attempts to follow the guidelines.
In discussing the policy, both proponents and critics of the
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Career Ladder System focus on the merit pay aspects of the
legislation and describe legislative intent as aimed at weeding
out poor teachers while rewarding the few best ones. A generally
held view is that the five component structure is an overly
complex by-product of political bargaining needed to gain support
for combining school reform with some form of performance or
merit~based teacher compensation.

That the policy is controversial is not surprising,
particularly in light of its far-reaching impact. Every teacher,
principal, school and district in the state feels its effects.
Yet it is precisely the policy's effectiveness in changing
long—-entrenched systems of work and pay that provokes such strong
feelings. An analysis of Career Ladders throughout Utah reveals
that, in spite of the controversy, the policy is powerfully and
positively changing both the teaching profession and the ways
schools are organized to teach students. Utah's Career lLadder
System is a model that deserves national attention.
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BACKGROUND

In June, 1987, the Utah State Office of Education requested
that Far West Laboratory for Educational Research and Development
conduct an evaluation of its Career Ladder System. The purpose
was tec provide Utah's policy leaders with an assessment of the
overall impact of the Career Ladder System in Utah schools, and
to develop recommendations for oversight of the next phase of the
policy's implementation. To evaluate statewide effects, Far West
Laboratory researchers conducted five major data collection
efforts:

o) a content analysis of district Career lLadder Plans from
the 1985-86 through the 1987~-88 school years,

o a telephone survey of the state's 40 superintendents
and school board presidents,

o a mail survey of all principals in the state and a
random sample of 1500 teachers -- The principal survey

response rate is 68 percent; teacher response rate is
63 percent,

o) a fiscal analysis of teacher salary distribution in ten
districts employing 12,817 teachers, representing over
two-thirds of teachers in the state, and

o case studies of the Career Ladder's implementation in
12 districts selected by variables of size, geographic
location, and variation in funding patterns.

This report summarizes the information collected from these
efforts, provides policy options for Phase II of Career Ladder
implementation in Utah and presents policy recummendations. The
appendices include further findings from the telephone surveys,
mail surveys, case studies. The research instruments used for
the study are also included.
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LEGISLATIVE EISTORY OF THE UTAH CAREER LADDER PROGRAM

In response to the publlcatlon of A Nation At Risk in 1983,
Governor Scott M. Matheson in cooperation with Utah legisiative
leadershlp formed the Utah Education Reform Steering Committee in
the spring of 1983. The eleven member Committee was charged with
developing specific recommendations for the improvement of
elementary and secondary education and higher education within
the state.

The Committee held a series of meetlngs in the sprlng and
sunmer and commissioned a major public oplnlon poll of citizens'
views concerning the quality of education in the state. Their 48
page report entitled "Education in Utah: A call to Action" was
released to the public on November 11, 1983. It includes
specific recommendations for the reform of education in the areas
of Public Education, Higher Education and Facilities, and Growth
and Productivity. The recommendations for teachers includes:

o a four level career "ladder" for teachers, emphasizing
promotion based on performance and with increased
responsibility and pay at each level,

o] extension of all teachers' contracts by an average of
12 days, the extra days to be used for activities which
normally interfere with class time,

o reform of teacher education through increased
cooperation between public and higher education.

The Committee calculated that the entire reform effort would
cost $150.6 million: $71.4 million for reforms, and $ 79.2
million to maintain the existing programs in the face of rising
enrollments and inflation. Of this total, elementary and
secondary would receive $109.6 million of the total and higher
education would receive $41 million. The Committee recommended
alternative ways to raise the $110 million from new taxes.

In response to public meetings held by the Committee to
survey public opinZon in eleven cities throughout the state as
well as the reactions from professional organizations and
citizens, the Committee issued an Addendum to the report in
January of 1984. It clarified and extended the report's
recommendations as well as responding to calls for local
initiative and greater flexibility in implementing the
Committeet!s proposals.

The Addendum to "Education in Utah: A call to Action"
recommended that the Legislature authorizs and fund a program
which would allow local districts to establish their own career
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ladders. District participation would be voluntary. Fach
district that wanted to participate would be asked to submit a
plan to the State Board of Education consistient with principles
established by the Legislature. Specific quidelines for applying
the principles would be developed by the State Board of
Education.

The Addendum defines the elements of a career ladder through
specific elements:

o) A beginning teacher level at which a new teacher
remains for a minimum of two and a maximum of three
Years. The principal and an assisting teacher would
provide systematic supervision. A team in each
district is responsible for teacher performance at the
end of each year.

o A minimum of two additional career levels above the
beginning teacher level. Promotion is based on
evaluation of performance as well as education and
experience.

o The primary responsibility o€ teachers at all levels is
classroom instruction. Non-instructional
responsibilities are not required {1 ,r advancement.

o Annual increases in pay, like prometion on the Career
Ladder, are based on a mix of factors including
performance. The present system of uniform, automatic
increments would be modified to provide for variable
increments based or evaluatlon of performance as well
as education and _.perience.

o] Evaluation should be regular, consistent and fair. The
basic principles for professional staff evaiuation
procedures are to be established. Each district
develops its own implementation plan.

The Addendum also addresses compensation and length of the
contact year. The Committee recommended an average contract year
of 192 days in each district. It also recommended the
development of a contract system which would allow teachers
willing to accert additional responsibilities to be offered
extencad contracts.

The Tegislation

In ‘"esponse to "Education in Utah: A calli to Action" as

as ‘the pational movement tc reform education, the Utah State
lature enacted H.B. 110 in February of 1984, effective July
4.,
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The general legislative feeling was there was a need to do
something to reform education, but there was no agreement about
what to do. Two bills were presented to the legislature.
Representative Kim Burningham was the major sponsor of one bill;
Representative Bob Garff was the major sponsor of the second.
Representatives Garrf, Burningham and Frandsen worked out a
compromise. Once the compromise legislation reached the floor,
it was amended so the mandatory guidelines for district proposals
were changed to advisory guidelines. The general consensus in
the Legislature was to give the districts and the state Board of
Educaticn broad general guidelines and to allow the districts to
develop their own programs and evaluation procedures. H.B. 110
therefore emphasized local development rather than a mandated
state-wide systen.

The first section of HB 110 (53-54-1) states four
Legislative concerns:

1. <he need to reward teaching excellence

2. the importance of providing incentives for educators to
continue to pursue excellence

3. the rewarding of educators who demonstrate achievement

4. the compensation of educators who assume additZonal
educational responsibilities

Section two (53-54-2) defines Career Ladders as a
compensation system developed by a school district with input
from parents, teachers and school administrators. It also
broadly defines "evaluation system" as a procedure d(.~reloped by
the district to provide periodic, fair, objective and consistent
evaluation of educator performance.

Section three (53-54-3) broadly describes different
components Career Ladders would include such as extended contract
days, additional pay for additional performance, fair selection
procedures for job enlargement activities, differentiated
staffing, a clearly defined evaluation system, criteria for
advancement on the Career Ladder Program and a plan for the
periodic review of the Career Ladder System.

Section four (53-54-4) states that each district must
develop an evaluation procedure for placement and advancement on
the Career Ladder levels which incorporates specific job
descriptioris.

Section five (53-54-5) gives the State Board of Education
authority to approve district plans and to provide the funding
for approved plans. In this last section of the bill, the
Legislature mandated that 50 percent of the funds be spent on
salary increases for advancement on career ladder levels under
Subsection 53-54-3(7) based upon an evaluation of teaching
performance.
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HB 110 authorizes the Career Ladder System. The School
Finance Bill that included the appropriation did not initially
pass the budget session. In the subsequent special session,
provisions for $15 million were made available. The full costs
of the program were originally projected to be $109.6 million.

In the 1985-86 legislative session two amendments were
passed. Senate Bill 291 was concerned with performance bonus and
teacher shortages. Under this legislation each district is
required to spend at least 10 percent of the total district
allocation under Subsection 53-54-2 for performance bonuses to
teachers. It also requires that teacher and parent
representatives be included in the formulation of the district
evaluation system.

Under the same legislation districts with teacher shortages
are authorized to alleccate up to $1 million to hire teachers in
shortage areas. Career Ladder funds may be used an incentive to
bring teachers into curriculum areas where no district expertise
exists.

Senate Bill 14 defines "educator" or '"teacher" to be
certificated personnel who are paid on the teacher's salary scale
and whose primary function is to provide instructional and/or
counseling services to students in the public schools.

In 1985-86 the funding level was doubled to $30,169,030. In
1986-87, the funding level was further increased to $34,332,300.

In 1986-87, Senate 3ill 100 mandated a systematic
evaluation system for all teachers in the Utah public schools.
Evaluation became a state mandated requirement, no longer a
district level requirement integrated into the career ladder
progran.,

Implementation

During the first year (1983-84) of the Career lLadder Systen,
implementation was hampered by time constraints. The State Board
of Education had from March to June to develop the state board
standards, deliver them to the districts, and to develop
procedures for evaluatirg district plans. In turn, the districts
had only five months to both develop a district plan and to
implement a planning process and procedures which would include
the participation of teachers, administrators, and parents.
Despite these tight time schedules all 40 districts had plans
approved by Fall, 1984.

The funding for the Career Ladder components was provided
by the State Board of Education during the first year in response
to legislative mandate. House Bill 110 required that at least 50
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percent of the funds appropriated be directed to advancement on
career ladders. This included the components of the vertical
dimension of the Career Ladder System: performance bonus, the
career ladder lavels and job enlargement. The Utah Education
Association lobbied vigorously for a commitment of 50 percent of
the funds for the Extended Contract Year under the horizontal
level. House Bill 110 committed 50 percent of the funds to this
corponent. The funding formula was changed during the
Legislative Session of 1985-86 to require 10 pe:r:ant of the funds
to the Performance Bonus component.

Initially, there was no standardized format for the
districts to follow. Because the legislation language was
general, the first year was spent in the clarification of the
intent of the bill and the development of state standards.
Districts developed their own plans -- some in great detail and
others only in vague outline form. The State Department of
Education in its role of administering state appropriations for
career ladders was required to approve district plans for
funding. During the first year, the agency chose to focus on the
components of Job Enlargement and Performance Bonus because they
were easier to implement and regulate. The ladder levels were
not strictly evaluated until the second year of the program after
districts had the opportunity to more fully develop and implement
effective district plans.

The State Department of Education proposed a series of
strategies to facilitate the implementation process for the
districts. The Department provided technical support directly to
the districts. A staff member was assigned to each district to
help it in the implementation process. Staff were available to
answer questions, clarify legislative intent, and develop
linkages among the districts.

The State Department of Education also organized a Career
Ladder Conference after the 85-86 legislative session for
districts to share plans directly with each other. Six district
team members were funded by the State Department of Education to
attend the conference. These meetings have been continued
annually to serve as an exchange forum for districts as they
change the design of their district plans to respond to changing
district and state needs.

Each year since the initial legislation in 1984, the State
Board of Education has developed further procedures to
standardize the format of the district career ladder plans. This
standard format follows HB-110 (1984), SB-291 and SB-14 and the
Career Ladder Standards and Guidelines developed by the Board.
The Department wants to develop a format which will allow the
systematic collection of data without the removal of district
autonomy.




METHODOLOGY

The legislative intent of the Career Ladder System was to
give school administrators control over marginal resources which
they could marshall to improve teacher and, more generally,
organizational performance. Consequently, this policy study
focuses on the relationship between the Career Ladder System and
the promulgation of effective school practices. This study will
describe the conditions and circumstances that strengthen the
connection between school improvement and the Career Ladder
System as well as those that obstruct that connection. To that
end, this study will address the following questions:

1. what variables frame district and school responses
to the career ladder system?

2. What are various modes of program implementation and
how do they relate to program effectiveness? How do
they differ for teachers and administrators?

3. How do the four career ladder program components differ
in their capacity to promote effective school
practices?

The study of Utah's Career Ladder System will develop three
levels of analysis: (1) general responses by teachers,
administrators, school hoard members and parents to the perceived
purposes and effects of the program; (2) a micro-economic
analysis of the distribution of career ladder funds among
teachers; and (3) the Career Ladder System as a stafe school
reform measure that improves overall school effectiveness.

1. RESPONSES TO THE GENERAL PURPOSES AND EFFECTS OF THE CAREER
LADDER SYSTEM

Questions at this level ask whether those individuals most
directly affected by the program =-- teachers and administrators -
- are satisfied with its implementation and operation. Are those
affected supportive? If so, are they supportive of all elements
of the CLS, or do they prefer some or one over others? What
elements of the CLS do they dislike, find unworkable, and/or
counter-productive? Does the CLS serve as an incentive and
reward system or as a screening device?

Ansvers to these questions are based on the telephone
surveys of superintendents and board presidents and mail surveys
to teachers and principals. Information from the case studies
allowed validation and refinement to these responses.
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2. MICRO-ECONOMIC ANALYSIS OF THE DISTRIBUTION OF CAREER LADDER
FUNDS

In this section, we examine the distribution of state career
ladder system funding to teachers according to program
components. This answers the policy question: What proportion
of teachers in districts received career ladder monies and what
was the distribution of those monies among career ladder
components. There are two lines of analysis: (1) how much money
did teachers in selected districts receive in various bonuses in
addition to their regular salaries; and (2) what was the
distribution of funds to teachers based on the four career ladder
components.

This analysis is based on the sample districts which were
selected for case study.

3. THE CLS AS A VEHICLE FOR IMPROVING SCHOOL EFFECTIVENESS

At this level, evaluation focuses on the capacity of Utah's
Career Ladder System to prompt school improvement cn two
dimensions:

o by providing school administrators with a set of
managerial tools to improve school effectiveness,

o by providing teachers with opportunities for
professional growth and development,

Questions at this level of analysis ask whether the CLS
gives school administrators necessary resources and sufficient
latitude to make significant organizational improvements. If so,
what forms do such improvements take? Are there differences
among districts in their utilization of these management tools?
What is the cause of such variation? And are there differences
among the career ladder system components that make them more or
less effective tools for school improvement.

Information for this portion of the study is based upon the
telephone and mail surveys, but relies mostly on informaiion
obtained from the district case studies.

A Note on Student Achievement

While the expectations of state policymakers -- that the
career Ladder System will improve student performance state wide
-~ are reasonable, its measurement is not possible.

Consequently, this study will not address the direct relationship
between the Career Ladder System and increased student
achievement. There is no methodology available that would allow
researchers to isolate the unique effects cf the Career Ladder
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System from other factors that influence student achievement.
There is no baseline against which comparisoris could be made; and
existing measures of student performance, such as SAT, ACT and
other norm-referenced achievement tests, are not reliable
indicators of school performance. In the past, when policymakers
in other states have attempted to attribute increased student
achievement to unique program effects, they have generally been
discredited. There are simply not enough control variables to
allow researchers to isolate the unique effects of a particular
program from a host of other factors that influence student
academic progress.

In lieu of direct student achievement data, this study
focuses, instead, on the indirect effects of the Career Ladder
System on student achievement. This policy study assesses the
capacity of the Car=er Ladder System to mobilize school reform
efforts throughout ..ie state. The policy question that we
address is: To what extent and under what circumstances does the
Career Ladder System become a vehicle for overall school
improvement efforts and how do those efforts relate to increased
effectiveness and performance. This approach allows policymakers
to take in a richer view of the various effects of the Career
Ladder System and to gain a better understanding of the ways in
which the Career Ladder System can influence organizational
behavior and performance. From this perspective, the connection
between the CLS and student achievement is more easily
understood. Rather than trying to measure the aggregate effects
of the career ladder system, we measure the various,
disaggregated programmatic effects.

That is, we look at the various programs and activities that
are generated by the CLS and assess their effects in relation to
expectations about organizational and student performance. 1If,
for example, a high school is able to offer, as a result of the
CLS, advanced placement courses for its students, we would
assume, given sufficient program quality, a positive effect on
student learning. Similarly, if the CIS militates for a teachers
avaluation system that is a more reliable and accurate measure of
teacher performance than existing mechanisms, it is valid to
assume that the improvement in teacher evaluation will be
manifested in overall school performance.

While no single educational program or instructional
strategy can be linked to student achievement, there is
considerable evidence to link student achievement to overall
school quality. Studies of school effectiveness have shown,
unsurprisingly, that schools in which administrators can target
resources to needs; in which there is collaborative needs
assessment, planning and goal setting; in which teachers have
opportunities to develop professionally; in which there is a
strong sense of community and commonality of purpose; and in
which professional growth, instructional activity, and

11
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organizational management are integrated for the purpose of
improving institutional competence; have higher rates of student
achievement than schools lacking these characteristics.
Consequently, in addressing the issue of student achievement, our
assessment of the Career Ladder System focuses on the
circumstances and conditions where it fosters effective school
practices.
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THE CAREER LADDER POLICY DESIGN

Because the Career Ladder System is so complex, it is being
implemented very differently from district to district. 1In some,
educators are realizing substantial benefits from it and are
strong supporters. Other districts have struggled with attempts
to follow the guidelines. As a result, they actively work to
either evade or subvert its intent and would be happy for the
system to disappear entirely. Some might conclude from such
mixed results that the policy must be basically flawed. That is
not the conclusion of this report, however. There is room for
adjustments and redirection of some of the components, the
relative success or failure of the system from district to
district can be accounted for primarily in the way districts have
approached implementation of this massive policy change. Before
discussing differences in district implementation that determine
the system's impact, and the options available to mitigate
differences, a common understanding of the policy design and its
effects 1s needed.

The five components of the Career Ladder System are the
Extended Contract Year, Job Znlargement, Performance Bonus,
Career Ladder Levels, and Incentive Funding for Teacher Shortage
Areas. Because it is used by only a very few districts, the
Incentive Funding for Teacher Shortage Areas component has little
overall system effects. This report focuses discussion on the
first four. Each has very powerful but slightly different
effects on schools and teachers.

Extended Contract Year

The Extended Contract Year buys more professional teacher
time beyond the regular contract year. Teachers are paid for
curriculum planning, student assessment, inservice training and
critical clerical tasks that support direct instruction. In some
districts, district administrators decide how extra teacher time
is used. In others, principals and teachers share the
decisionmaking. In still others, teachers control when and how
they spend this time.

13
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A number of people involved in the initial legislative
bargaining over the design of Utah's policy contend that the
Extended Contract Year Component was developed as a political
tradeoff aimed at garnering the support of teachers for the |
overall legislative package. Whether or not this is an accurate |
description of its initial impetus, its impact on the teaching |
profession and on schools has been substantial and important. 1
This component is expanding the definition of basic teacher work
responsibilities to include activities that, while always
associated with good instruction, have been traditionally unpaid
and have relied entirely on teachers' personal time commitments
for their performance. Buying teacher time beyond their student
contact hours (time when students aren't around) has recognized
tho importance of preparation, making it a part of the routine
work of all professional teachers. This component helps to
reinforce the profe551ona1 role of teachers. Like doctors and
lawyers, teachers in Utah are now being paid, modestly to be
sure, for the crucial preparation necessary to carry out their
work.

I'm doing now what I have always done in
order to prepare for the school year. But I
feel that, at last, this part of a teacher's
work is valued....It also takes away any
excuses for not being prepared!

I especially appreciate having paid work
time to plan and talk with other teachers
while students aren't around....we found
ourselves remembering our "wishful thinking
days" in the faculty lounge when we talked
about how we ought to be working -- and
realizing we now had no reason not to work
that way! I gquess it puts us on the spot to
deliver =-- but so far we've welcomed the
chance.

The Extended Contract Year has produced important school
improvement effects. It is almost unanimously valued by
teachers, principals, superintendents, board prasidents, and
parents. Principals and teachers report that they are better
prepared for the opening of school. Teachers are able to spend
more student-contact time in direct instruction because planning,
grade preparation and conferencing time no longer eats into the
school day. Principals are able to convene faculty prior to
school to set goals and develop school-wide curriculum plans.

A principal notes:
Now I have the whole staff together kefore
school starts to talk about more than the
immediate startup needs. We have time to
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talk about goals for the year and plan
special curriculun projects to strengthen the
academic progranm.

Another comments:

I can't begin to measure the importance of
Extended Contrants. The entire system
benefits...The work teachers do in class with
kids can't occur if we don't pay for planning
time. If we want professional teachers, we
need to treat them like professionals.

Paying only for time in-class is a little
lika paying the lawyer only for his work at
the trial ~-- not for his time in the law
library.

Job Enlargement

Job Enlargement allows districts to pay teachers for short
term activities. Like Extended Contract time, it buys more
teacher time for schools. It differs from the Extended Contract
Year in that it does not pay for the routine work that all
teachers undertake. Rather, it pays teachers to &xpand their
work responsibilities in the school. The mentoring of new
teachers, curriculum development and service on district-wide
instructional committees are the most frequently reported Job
Enlargement activities.

Comments a principal:

With so many beginning teachers this
year, I can't imagine what my schocl would
have been like without the mentor teachers
helping me. They have piepared the new ones
for evaluations and taught them the ropes of
the school in a way I simply could not have.

Job Enlargement also differs from the Extended Contract
Component in tha locus of control over how the time is spent.
Teachers have substantial control over Extended Contract time.
Administrators at the school and district levels or ccmmittees
representing teachers and principals generally determine Job
Enlargement responsibilities. Consequently, the work can be
targetnd more directly to specific school and district goals than
can work carried out mecre diffusely by individual teachers under
the Extended Contract Year.

Certainly it's true that Job Enlargement
pays teachers for extra work, but 'extra'
doesn't begin to capture the importance of
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this component in my school. I can build a
leadership team of my best teachers. And
believe me, there are no greater advocates
for kids... By giving teachers the go-ahead
to improve this place =-- and paying them for
their time so they don't have to run off to
another job at the end of the day -~ I've
seen more curriculum improvement and
attention to special needs of students in
three years than I would have expected to be
able to pull off without Job Enlargement in
maybe five =-- very long =-- years. Principal

Job Enlargement is a crucial ingredient in the overall
success of the Career Laddzr System. It provides districts with
a sort of 'venture capital' to experiment with new ways of using
teacher talent to improve schools. As such, Job Enlargement
promotes system-wide innovation: it enables schools to clarify
what kinds of roles ought to be folded into the routine work of
senior teachers as they advance in the profession, and which are
appropriate short term "piece-work" tasks that, though necessary,
cannot and should not be institutionalized.

...We have struggled as a group trying to
figure out just what jobs are the most
important. But I think the committee has
been fair in balancing school needs vs.
district needs. Sure it's extra pay for
extra work, but its for work that has needed
to be done. Teacher

Job Enlargement also has disadvantages for teachers. Because
Job Enlargement positions are temporary =-- from one to three
years generally =-- the extra pay for teachers is temporary. It
is not a kind of compensation that teachers can count on for long
term financial planning.

I can't assure my bank that this money
will continue, so I'm not able to use it for
credit purposes....

A number of teachers value the temporary nature of Job
Enlargement assignments. They view it as allowing them to work
very hard for two or three years in an area of specialty without
needing to take on expanded duties permanently. Representative
of these teachers is this teacher's observation:

I'm a long-time critic of our
'piecemeal' and 'egocentric' curriculum.
suddenly, Job Enlargement paid me and some
other curriculum critics to put our ideas
into operation: sort of 'put up or shut up'.
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We put up. Believe me, I've worked harder
than I would have imagined with teaching and
working on our curriculum plan. But it's
been worth it. After another year, I can go
back to the classroom satisfied that my
day-to-day work in some way relates to the
work of the other teachers in the school..

But I have to admit I'll be rzady to go
back to my classroom. There is no question I
needed that extra money as incentive to do
the kind of the curriculum planning we
needed. Now, I'm confident we 're all
working on common goals - and I'm ready to go
back to my regular salary and regular
classroom duties.

Performance Bonus

This component is designed to improve the quality of
teaching by paying bonuses to teachers rated as the best in the
school or district. Teachers qualify for a bonus generally
through a positive principal evaluation supplemented by
additional lines of evidence that verify excellent practice.
Typically, evaluation scores awarded for the various lines of
evidence are ranked and those teachers with the top scores
receive extra pay. Bonus amounts and criteria for making the
award are determined by the district.

The Performance Bonus is the most controversial and least
well-implemented of the four components. But it is not without
its supporters among both principals and teachers. The bonus'
greatest benefit has been to focus teacher and principal
attention on teacher evaluation. By requiring principals to
systematically evaluate teachers, it has served in some schools
to reinstate the principal as the instructional leader. 1In
others, traditionally collegial principal-teacher working
relationships have been fractured by the need to fill a small
quota of bonus positions from a much larger pool of teachers
considered excellent by both the principal and their peers.

I didn't apply. I know I'm a good
teacher. In fact, my principal eiiccuraged me
to apply. but why should I risk the envy of
my friends and colleagues for $200. For all
I know, it will disappear anyway next year,
but I'll still be working here with these
people. Teacher

The problems and very strong feelings associated with it
stem in part from controversy over the validity of the concept of
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merit pay as a school improvement vehicle. Those who do not
support bonuses question their validity, and document the
consequent negative effects on teacher morale and school climate
which can ultimately threaten the quality of students' education.
In schools where evaluation has not been consistently conducted,
some teachers aren't convinced that the training provided
principals is enough to ensure fair and reliable evaluations:
neither are some principals.

I know what it says on paper. We are
awarded bonuses based on some sort of
scientific evaluation. Well, my evaluation
consisted of a 15 minute observatio.,
unannounced, with a five minute feedback
session. I remember being told I was
basically ok but not ’ onus material....later
I noticed who was...I could have predicted
it. Bonuses went to the principal's
favorites. Maybe I'm not in the top 10
percent, but I know teachers who are who
didn't get extra pay. These things pay off
for political savvy not for how hard you work
for kids.

I was told I could award five bonuses.
Well, maybe not all my teachers deserved one
this year, but far more than five did
outstanding work. The tensions around who
gets it are terrific. It has taken a toll on
the morale of my staff. The ones who
actually receive the money keep it quiet.
That doesn't make it a reward. 1It's a
punishment... all for $150!

Teacher and principal uncertainty about the reliability and
validity of evaluation would seem to be justified. Judging
teacher performance remains uncertain. The Educational Testing
Service, nationally recognized as a leader in testing, is just
now in the process of developing a new National Teachers Exam to
assess the skills needed for teaching. Advance commentary about
this test points out that the exam will look different from
previous teacher competency exams. Connecticut and California,
among others, are developing new teacher licensure examinations,
and the Carnegie Corporation has contracted a team of experts to
develop prototypes for a certification exam for teachers. With
expert understanding of the factors that verify excellent
teaching so tentative, it makes sense that teachers, who are well
aware of the limits of evaluation instruments in accurately
judging student potential, balk at their use in determining
teachers' relative professional worth.
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In the case of Performance Bonuses, case study data help to
flesh out understanding of this compcnent. First, it is evident
that some districts are using the Performance Bonus very
effectively to promote better teaching, and others have suffered
serious morale problems by attempting to carry out the letter of
the legislation.

The training we received was terrific.
Now, throughout the school and the district
we talk about our work in the same terms. We
have a common language for discussing
problems, lesson development, neat curriculum
plans. I wcuian't have believed it, but I
think it's made us all better and more
professional teachers. Teachers

Second, it is evident that the districts which have
successfully usad this component have worked out a way to
preserve the legitimacy of the award while ensuring that all good
teachers get rewarded. Educators in these districts found
effective ways to avoid a 'quota' award system -- that is one
that predetermines the number of possible bonuses without regard
for the actual number of teachers rated excellent. Of the 12
case study districts, those which tried to follow the letter of
the law on bonuses suffered the most negative effects in terms of
teacher morale, teacher-teacher and teacher-principal %ensions,
and parent concerns about possible negative effects ori students
in schools experiencing such upheavadt.

This component produces the broadest range or effects of all
components: that is, there is considerable difference in impact
between districts able to use it effectively and those which have
suffered from trying to follow the letter of the guidelines.
Bonuses can benignly reward the few best teachers or they can
undermine professional communication and trust among teachers and
between principals and teachers. They can raise awareness of and
attention to evaluation or they can promote political
strategizing -~ encouraging teachers to keep their best ideas to
' themselves in hopes of a higher bonus while discouraging teachers
from helping one another: the idea being thzt the few will
benefit more by the lack of success of the many.

A principal concern reflective of this effect:

whoever thinks this [Performance Bonus]
will improviz schools is sorely mistaken. I
have long-time teachers refusing to talk to
others, They think that they'll have a
better chance at a bonus if they keep their
good ideas to themselves....the bonuses are
seriously damaging morale....
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Some parents expressed concern about the spillover of
negativity on student attitudes. Representative of this parent
concern:

I don't krow much about teaching...but
we've always heen very pleased with our
school....as a parent, I can tell the
difference just by stopping by the classroom.
Teachers seem to feel differently about their
worKk....they're more 'closed! and don't seem
to connect with other teachers as much as
before....I just worry that studewts are
going to start picking up on their attitudes
and start not liking school as much...

Not all cor 2nts about bonuses wers negative. The
evaluation and training associated with it are highly valued by

many teachers and principals. Reflective of these attitudes are
the following comments:

The training we received was terrific.
Now, throughout the school and the district
we talk about our work in the same terms. We
have a common language for discussing
problems, lesson development, neat curriculum
plans. I wouldn't have believed it, but I
think it's made us all better and more
professional teachers. Teacher

I think my work as a teacher has
improved. I actually iike having the
principal sit down and talk about my work
with me. I've been here eight years and
haven't had this much quality attention. I
hope the requirement stays. <Teacher

Career Ladder Levels

This component is designed to differentiate teachers!
professiional status in schools by creating a Career Ladder
through which teachers may advance in status, work
responsibilities, and pay. The intent is to provide an incentive
for excellent teachers to remain in the classroom. It is an
antidote to traditional paths for promotion which require
teachers to move out of the classroom to gain higher status in
the system. Typically, districts have from four to six rungs on
the teacher Career lLadder, although the range is from three to
seven. The levels are generally differentiated by sustained
documentation of excellent teaching performance and expanded work
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responsibilities in schools. Mentoring and curriculum
development are most frequently designated as roles appropriate
for senior teachers.

Career Ladders have the potential for making significant
long term changes in the structure of the teaching profession
because they provide a mechanism to institutionalize broader
teacher work responsibilities and expectations of sustained
excellence in teacher. Working at their best, ladders advance
teachers with higher teaching status and increasingly highe:r pay
not merely because they have stayed around the school long enough
or attended enouyn courses to reach the highest step and lane on
the salary chart, but because they have earned advancement
through consistently excellent evaluations and proof of their
ability to assume brcader work roles in the school. The
gstructure of this component is such that both the Performance
Bonus and Job Enlargement Components could be subsumed by
requirements for ladder advance--nat.

Unfortunately, while the Career Ladder levels have the most
potential for long-term benefits, in the short run this component
is most easily sabotaged. It is easy to make ladders look much
like steps and lanes. Moreover, much learning is still needed
about how to differentiate professional teacher roles in schools.
Some districts are well along the path of defining status and
responsipility differences. In these, evaluation plays a major
role in advancement; and proof of excellent practice is required
to remain at a particular level. Expanded responsibilities in
the school are gradually increased as teachers move up the
ladder, and the kinds of work performed is recognized by teachers
and principals as legitimate, necessary work of the school.

Cther districts have not yet begun or have a system so like a
step and lane scale that figuring out whether its a ladder or a
lane advance is difficu.t.

I admit I thought that the dossiers and
lines of evidence were a bit too much like
hoop-jumping. But I learn a lot from putting
together my dossier ... and I learned that my
students and parents like my work. I realize
I desexrve to be moving up the ladder. I'm
growing as a professional and have earned the
rewards. Teacher

My best teachers are in the upper levels
and able to work with me on curriculunm
planning, supporting new teachers and other
school policy areas. With a school this
large and with such large classes, I can
maintain our excellent programs because of
this help. My school would flounder now
without the system. We've learned how tc use
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it to make the school stronger. To take it
away would do much more than take money from
teachers. It would reshape -- and weaken =--
my whole school. Principal

Teachers and administrators working on implementing this
component are finding that determining what is accepted for
advancement in the profession is complex. Excellent teachers
bring a broad range of talents to their work, and it is unclear
which aspects of these talents should qualify teachers for
advancement. There is little precedent in teaching for figuring
out how to compare qualitatively and select substantively the
teacher skills appropriate for each ladder rung. Yet, the
benefits to schools and teachers in carefully defining
appropriate status differences are clear enough in many districts
tc warrant significant teacher attention. If fact, in at least
one case study district, teachers have begun to rework their
ladder plans out of concern that the requirements for senior
teachers are not stringent enough.

I think we've worked out a fair system
and reasonable lines of evidence for the
levels. Teachers are now taking a closer
look at our Level V. They aren't sure there
is enough differentiation between the third
and fifth level. They want that highest
level to require the best of the
profession... 'what's the best' had not been
much of a topic of conversation here before
the Career Laddexr System. It's effects are
much stronger than I would have predicted.
Principal

Tcgether, the rour components of the Career Ladder System
create a powerful mechanism for school improvement. The system
is changing both individual teacher behavior and the ways schools
are organi~ed to define goals, delegate authority, and complete
tasks. Su. vey and case study data that follow document the
significant curriculum and instructional improvements resulting
directly from this policy. These positive effects can often be
traced to individual components: that is, Performance Bonuses
focus attention on evaluation, and so forth. However, in
evaluating the overall impact of this policy, it is important to
understand the interrelatedness of the fcur components.
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SUMMARY OF RESEARCH FINDINGS

The complexity and power of the Career legislation is
apparent in the strong bimodal responses of teachers and
principals on surveys: teachers and principals either love or
hate the CLS, but the pclicy has not been evaded. There is ample
evidence that districts have devoted considerable effort to
figuring out how to implement the policy.

An analysis of findings points to six major Career Ladder
effects:

1. SUPPORT FOR THE CAREER LADDER SYSTEM: There is broad
support for continuing the Career Ladder System zmong
superintendents, principals and teachers in UZah.

2. SALARY ALLOCATION: The Career Ladder System is
differentiating teacher compensation on the basis of
teaching excellence and expanded work responsibilities.

3. TEACHER EVALUATION: The Career Ladder System focuses
teacher and principal attention on teacher evaluation. More
frequent and effective teacher evaluations is the single
greatest effect of the Career Ladder System.

4, TEACHER PROFESSIONALISM: The role of the professional
teacher is expanding. There is a redefinition of teaching
responsibilities. Teachers are paid for doing more work and
better work.

5. SCHOOL IMPROVEMENT: The Career Ladder System provides
principals with a powerful mechanism for initiating school
improvement activities. The policy is creating a more
positive learning climate for students by using the skills
of teachers more effectively on behalf of students.

6. DISTRICT IMPLEMENTATION: District implementation
varies. This variation accounts for much of the teacher and
principal criticism of the policy, as well as for the
positive support. The negativity is a problem of
implementation and not of policy design.

1. LEVEL OF SUPPORT FOR THE CAREER LADDER SYSTEM

Educators throughout Utah strongly support retention of the
Career Ladder System.

o Ninety-five percent of superintendents strongly agree
that the system should continue. Four percent are
supportive of the program if regulatory adjustments are
made in one or more component.
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o] Ninety percent of school board presidents agree that it
should be continued. Those who do not support the
concept generally hold back full support for two
reasons: they are concerned about implementation
difficulties or about trade~offs between funding for
Career Ladders and for Weighted Pupil Units. One ®oard
president's comment typifies the latter concerns:

It's hard to totally support ladders when
we're so desperate for money for the whole
system... I support money for teachers -- I
just wish there were more for the rest of the
system costs.

(See Appendix A for further
discussion of Superintendent
and Board President Surveys)

o Teacher and Principal survey responses indicate strong
agreement that the Career Ladder System should
continue. Table 1 depicts the agreement among
principals and teachers on the four components.

Ranking of Compecnents by
Teachers and Principals

1. Extended Contract Year is most valued
component.

2. Job Enlargement

3. Career Ladder Levels

4, Performance Bonus is most controversial
component.

(See Appendix B for further
discussion of Teacher and
Principal Surveys)

Case study findings amplify strong support for continuance of the
Career Ladders System. In all 12 districts, educators indicated
agreement with this ranking of the components. The Extended Day
support is extremely strong. As one principal noted, "The
Extended Contract Year is the difference between mediocre
education and excellence, as far as I'm concerned."

A frequently heard teacher response is:

It used to be that the term ended on a Friday
and grades were due in the office on Monday. I
had a choice of a lost weekend for my family or to
quit teaching earlier in order to find time to
finish grading end of term papers and
calculate grades. With a day between terms,
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Table 1: Glcbal Assessment of the Career ladder System Components#*
Principal Prin. Teacher Tchr.
The Components. Opinion (%) Mean Opinion (%) Mean
Disagree 2.9 #* 5.1 %%
3.1 * 3.0 *
47. The Extended Con- Neutral 9.4 #xx 4.34 9.7 k% 4.36
tract Component. 25,9 Hkkkkkik 15.6 ®¥kkk
ASree 58,7 AEEASidiiitdd 55,6 wAhwihldiwiiix
Disagree 8.8 *x* 19.6 *kkkkk
6.5 ** 9.3 %kk
34. The total Career Neutral 16.8 #x*&x .45 14,9 #kkk 3.46
Iadder System. 27.0 Fkkikkkk 17.7 *kkkk
Agree 40,9 kkkkkkkkkkkk 38,5 kkikkkkkkkkk
Disagree 4.2 * 13.0 *%kk
6.3 *%* 6.5 %%
74. The Job Enlarge- Neutral 13.3 k% 4.08 24.6 **kkkkk 3,55
ment Camponent. 29,6 Hkkkkkkkk 2g.,]1 kkkkkkk
Agree 46.6 kkikkkikkkkkkkik 3),8 kkkddkkkik
Disagree 9.2 %% 18.0 ki
10.9 k% 10.6 *#*
90. The Career ladder Neutral 20.3 **%kkkx 3,64 18.4 %kkkkk 3,39
Ievels Component. 26,) Fkdkickdkk 20.8 Fkddkkk
Agree 33.5 #hikdkkkkkkk 32.2 kkkkkkkikkk
Disagree 15.9 *&k#x 24.5 dkkkikk
10.6 *%* 9.3 %k%
59. The Performance Neutral 19.5 #*k%kx% 3,44 17.8 #*¥kik 3.20
Borus Carmponent. 21.6 *hkkkk 18.4 *&kkdkk
Agree 32.4 kkkdkkkkkik 30,0 *¥kkkkkkk

*Suxvgyraspons%
continued...!

to the questions:
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I can be much more deliberate about each
student's grade, and I can teach right up to
the end of the term.

- A principal comment on Job Enlargement:

Certainly it's true that Job Enlargement
pays teachers for extra work, but 'extra'
doesn't begin to capture the importance of
this component in my school. I can build a
leadership team of my best teachers. And
believe me, there are no greater advocates
for kids... By giving teachers the go-ahead
to improve this place - and paying them for
their time so they don't have to run off to
another job at the end of the day - I've seen
more curriculum improvement and attention to
special needs of students in three years than
I would have expected to be able to pull off
without Job Enlargement in maybe five =-- very
long -~ years.

The newness of Job Enlargement kinds of work is evident in
this teacher's observation:

We still have questions about how
effectively we're identifying these jobs. We
also haven't worked out a [Job Enlargement]
evaluation system that we're completely
satisfied with. But since the jobs are
making our programs stronger and providing
students with more help and more AP courses,
we're willing to put in the extra time
figuring out how to do it right.

The value of Career lLadders is reported as follows by one
principal:

To take it away would do much more than
take money from teachers. It would reshape -
-and weaken =- my whole school.

Teachers are learning to see a value in ladders as different
from step and lane advancement.

I admit I thought that the dossiers and
lines of evidence were a bit too much like
hoop-jumping. But I learned a lot from
putting together my dossier. I realize I
deserve to be moving up the ladder. I'm
growing as a professional and have earned the
rewvards.
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(See Appendix C for further
discussion of the case
studies)

2. SALARY ALLOCATION

The Career Ladder System is producing a very substantial
reallocation of teacher salaries across the state. Fiscal
analysis of data provided by ten districts representing over two-
thirds of Utah's teachers document sharp differences in the
amount of money earned through each of the components. Tables 2,
22, and 3 show the salary allocations of Career Ladder funds for
the 1986~1987 school year.

Table 2 reports the average amount of money earned through
each Career Ladder System component. These figures cover more
than 12,800 teachers. According to the data, an individual
teacher earning the average base salary of $ 23,054 supplemented
that income by approximately seven percent ($1,689) in 1986-87 by
participating in all four Career Ladder components. At this
salary level he/she would have earned $772 under the Extended
Contract Year Component, and just $146 as a Performance Bonus.
Those who actually received Performance Bonuses typically
received much larger amounts =-- the largest groun (1,191)
received between $600 and $700 in bonus payments.

In fact, the amount of money earned by teachers in all
components varied substantially in both dollar amounts and as a
percentage of individual base salaries. The differences
represent local district choices about how to allocate Career
Ladder funds. As shown in Table 2A, total CLS income was broadly
distributed. Only one-quarter of one percent of the teaching
workforce received no money at all from this program. At the
other end of the spectrum, nine individuals collected more than
$7,000 in CLS payments (two of these nine were supported under
the teacher shortage provision of the policy). The median CLS
income (separating the top 50 percent from the lowest 50 percsani)
was $1,574.40, 2 bit below the $1,689 average payment. The
lowest 15 percent of the teachers in our sample received lesg
than $700 while the top 17 percent received more than $2,700 -
leaving a gap of more than $2000. NWearly 10 percent of their
annual salary is separating the 15th and 85th percentile groups.
Nearly one percent of the teaching workforce received more than
$5,000 in CLS payments.

Table 3 shows the percentage of eligible teachers who

received Career Ladder funding through Performance Bonuses and
Ladder Levels.,
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Table 2: Salary Distribution among Utah Teachers

(Based on a sample of 12,817 Teachers
in Ten Utah Districts)

std.
Average Dev.
Base salary $23,054.00 $5,184.71
Extended Contract Compansation: $771.72 $425.41
(percent of base) 3.65% 1.52%
Career Iadder Ievels Payments: 362.73 562.63
(percent of base) 1.39 2.44
Performance Bonus Payments: 146.40 295.76
(percent of base) .77 1.37
Job Enlargement Payments: 402.00 686.42
(percent of base) 1.21 2.67

Average total Career ladder Payments: $1,688.86 $1,125.34

(pexrcent of base) 7.06% 4,18%

Median Salary Payment:
$1,574.40

15% of all teachers received less than $700.
17% of all teachers received more than $2,700.

1% of all teachers received more than $5,000.
.07% (nine) teachers recieved more than $7,000.




Table 2A: The Total of All Career Iadder System Payments

Amoumt No. of
rounded Tchrs FPet. Histogram showing frequency for each amount

$0 36  .28% k&%

$100 32 .25% *%
$200 86  .67% dkkkkk
$300 149  1.16% *kkdkktkkkk
$400 433 3.38% Fkkkkdkkdkkdkkkkikkkdkhkkkkkkikkk
$500 243 1.90% *kkkkkkkkkkhkkhdkk
$600 919 7.18% Fkkkddkkddddddkdidddded dokdedded kg deddkdd il ko ik kil gk ki ki kikkkkkkkk
$700 875 6.83% kkkkkkkddkdkiddkdki kit kkdkidkkkidkkhkkiikkhkikkiihkikkkkikkkikk:: ik
$800 557 4.35% dedededede dededede dede dede ek e dete ek e e dede de e e e de e e e e e o e
$900 515  4.02% kdedddddedesdkddedddedd doddk Jodkd ok kdk ki kkkk
$1,000 683 5.33% ~RRARRRicRkRdkiRdokddesdedodd e ded dededodededkkdodkk ek ek dedk dedkkk
$1,100 601 4.69% Fdeddedkdeddedodedededdeddededdded ddddhddk g kit kkkkk
$1,200 368 2.87%F kkkkkkdddddkdidkdkkkdkkkkkkk
$1,300 179  1.40% *kkkkidkdkkkkik
$1,400 270 2.11% kkkkkkkkkkkkidhdhkkkk
$1,500 264 2.05% kdkkkkkkkkkkkkikkik
$1,600 252 1.97% kkdikkkkkkkkikkkkkkk
$1,700 308 2.40% kdkdedkddddkdoddkdkkkkkik
$1,800 370 2.89% Fhkkkkkkkkdkidkkkkkkikkkdkkkk
$1,900 418 3.27% Fkkkkdekickddkddk ik dkid ki
$2,000 353  2.76% Hkkkkkdkkkkhikkdhikikkkdikkk
$2,100 427 3.33% kdkkdekddkddkddkddkddok ik kkkd ks kkkk
$2,200 362 2.83% Fkkdvkdkkdkkdkkkkkkikkkikkt ik
$2,300 244 1.91% *kkkkkkdkkhkdkkkkhd
$2,400 296 2.31% *kkdkkdkkirkkkkdkkkkikkihk
$2,500 206 2.31% kkkkkkkkkkkkiddkkkkkk
$2,600 412 3.22% Rkkdekdkdekdkdokkddkdkdkdkkkkkikkk
$2,700 735 5.74% Rkkdkkdkdddkkddddkkd ke dokddkd ki bk ddkdkkhkk ki kikkkkkk
$2,800 705 5.50% kkkkdkdddodddddidokdkddkd kR dokddkd ki kkkkkk
$2,900 150 1.17% kdkkkkkkkikd
$3,000 175 1.37% kkkkkkdkkkik
$3,100 256 2.00% Sukdddkddiokkkidkkkk
$3,200 117  .91% ddkkkdkk
$3,300 81 .63% kkkkkk
$3,400 74  .58% kkkkk
$3,500 48  .37% kkk
$3,600 50 .39% dkkk
$3,700 35 .27% k%
$3,800 61  .48% kkhk
$3,900 26 .20% #%
$4,000 58  .45% %k
$4,100 17  .13% *
$4,200 39  .30% %k
$4,300 20 .16% *
$4,400 18  .14% *
$4,500 22 17% *x
$4,600 8 .06% *

29




Table 2A: Contimued

$4,700 23 .18% **

$4,800 7 .05%
$4,900 17 .13% *
$5,000 6 .05%

$5,100 12 .09% *
$5,200 10 .08% *
$5,300 15 .12% *
$5,400 16  .12% *
$5,500 4 .03%
$5,600 12 .09% *
$5,700 3 .02%
$5,800 7 .05%
$5,900 5 .04%
$6,000 16  .12% *
$6,100 1 .01%
$6,200 2 .02%
$6,300 0 .00%
$6,400 0 .00%
$6,500 4 .03%
$6,600 1 .00
$6,700 0 .00%
$7,000 2 .02%

Nine individuals received more than $7,000.




Table 3: Participation in Career Ladder Performance Bonus & Levels Components

Number

Basis of Participation in sample Pct
All Teachers ...................... 12'817 100.00%
Eligible for Performance BONUSES.....ces.. 5,325 41.55%
Awvarded Performance BONUSES....eeseo - 3,844 72.19%
Eligible for lowest Career Ladder Level..-. 5,486 42.80%
Avarded lowest Career Ladder Level... 4,504 82.10%
Eligible for second Career Ladder Level... 3,364 26.25%
Awarded second Career Ladder Level... 2,377 70.66%
Eligible for third Career IlLadder Ievel.... 343 2,68%
Awarded third Career ILadder Level.... 171 49.85%
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The Performance Bonus allocations show that out of 12,817
teachers in the ten district sample, less than half -- 5,325 --
were eligible for it during the 1986-87 year: The relatively low
numbers of eligible teachers may reflect differences in funding
options allowed under the 1986-87 guidelines. Of the 3,844
teachers who qualified for bonuses slightly more than 70 percent
received one. About 30 percent were selected out and did not
receive bonus pay.

The Career Ladder Level compensation figures indicate that
not all teachers had moved onto a ladder rung in 1986-87. Of
those eligible for level placement, 82 percent were paid on the
Jowest levels, 71 percent of teachers eligible for a second level
received compensation. Only 50 percent of teachers were eligible
for the highest level.

Salary effects of this magnitude are unprecedented in recent
school district policies throughout the county. While some may
argue about whether the most deserving teachers are gatting the
largest amount of money from this program, there s no doubt that
it has had a powerful effect on altering the pattexrn of teacher
compensation throughout the state.

3. TEACHER EVALUATION

Performance Bonus and Career Ladder Levels focus attention
on the quality of teaching by requiring periodic teacher
evaluations. Tables 4 and 5 display principal and teacher
opinion about Performance Bonuses and evaluation. Both
principals and teachers report that the CLS's single most
powerful effect is this attention to teacher evaluation.

They split, however, on views of whether more evaluation is
more effective evaluation. Principals think so. They report
that Performance Bonuses, based on evaluations, are effective.
Bonuses tend to improve instruction, reward excellence, and
clarify understanding of the process. As Table 4 indicates,
teachers feel much less strongly that more evaluation means
better. They are particularly doubtful that Bonuses ensure fair,
consistent evaluations.

I didn't apply. I know I'm a good teacher.
In fact, my principal encouraged me to apply. But
why should I risk the envy of my friends and
colleagues for $200. For all I know, it will
disappear anyway next year, but I'll still be
working here with these people.
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Table 4. The Views of Principals & Teachers regarding whether:

The Career Iadder System is effective in providing...

Principal Prin.

. . hye Teacher Tchr
Questiommaire Item Opinicn (%) Mean Opinion (%) Mean
Disagree 6.6 #* .8 kkkkkk
12,2 *kk% %3.% kk&kk
5. More effective Neutral 20.2 **%%*% 3,61 20.7 *k%%%%* 3,03

teacher evaluations. 35.3 kkkkkkickkkk

Agree 25,7 kkkkkkkk

28.0 *kkkkkkk
15.0 *kkkk

AND
The Performance Bomus effectively helps principals to...

Disagreé 7.6 ** 21.8 dkkkikkk
. 10.3 **% 13.3 &kkk
54. e instruction Neutral 23.0 #¥**%%kx 3,55 23,0 #*kkkkkkx 3 00
the school 38,2 kkkkkkhkkkk 27 .4 dkkkkkkk
Agree 20.9 kkkkkk 14.5 *kkk
Disagree 8.7 ** 8.5 kkkkkk
ot etral 10.4 *%% %2,2 kkkk
55. bettey N 22.8 kkkikkk . 2 hkkkkk .
> %Zﬁgﬁér evaluations. 35.7 *********2*55 %%,% dekk kkkkk 3.18
Agree 20.9 *kkkkk 19,7 kkkskk
Disagree 9.9 *** 23.3 dkkkkk
eutral 12.3 *kk% 14,1 kkkk
53. excel N 19.0 *kkkkk . .2 kkkkkk .
%gggﬁgng, lent 37.2 kkkkkkkkkki: %2.% hkkkkhkk 3.04
Agree 21.6 kkikkik 16.8 kkkkk
AND
The Performance Bomus effectively allows the district to...
o 7 Disagree 12.7 kkkk 28.5 kkkkkkkik
15.7 *kkkk 17.5 kkkkk
57. Ensure fair Neutral 27.1 *kkkkkkk 3,17 22,1 #kkkkkkx 2 69
teacher evaluations. 31.1 kkkdkdkkki 20,2 wkkkkk
Agree 13.4 *¥ik 11.7 *kk%
Disagree 12.0 **** | 27.8 kkkkkikk
. 16.7 *kkkk 16.3 kkkkx
56. Retain excellent Neutral 29.7 *#k&kkk%%3,15 24,5 kkxkkkk 2 72
teachers. 27.8 kkdkkkkk 19.2 *kkkkk
Agree 13.8 kkkx 12.2 *&k%




Table 5: The Views of Principals & Teachers regarding whether:

The Performance Bomus is an incentive for teachers to...

Principal Prin. Teacher Tchr.
Questiommaire Item Op%on (%) Mean Opinion (%) Mean
777777  Disagree 8.0 ** 19,7 dkkskr
10.8 *%% 12,1 kkkk
50. Understand teacher Neutral 20.7 #kkkki 3,54 23,4 *kkddkk 3,11
evaluation be . 40,7 *kkkhdhhkkkk 27,5 kkkkkik
"Agree 19,8 kkkkkk 17,3 %kdkdkk
Disagree 7.8 #% 23,1 kkdkikk
13.5 %kk¥® 12.3 kkkk
49. Care more about the Neutral 24.3 #kkkkkx 3,43 20,1 kkkkkk 3.05
quality of teaching. 36,7 kkkkkkkikkk 25.2 ddekdekdek
Agree 17.7 kkkkx 19,3 kkikkk
AND

Career Iadder Ievels are incentives for teachers to...

kdkkk

Disagree 3.8 * 18.0
78. Care more about Neutrai %’3% kR 3.53 ’1%% i 2
) teaclﬁlgg quality o 39.3 wkdkkkkikkik  20.7 Sk k2
Agree 17.0 *%kkx 20.8 kkkkkk
Disagree 4.5 % 5.0 kkkkk
77 ot 4 15.3 *kkkik %28 Rkkk
. i Weurtral L0 dehkdkkkkkn3, .8 ddkdkdikkk,
camwmcmlmnd}d%rectlctves. 3-}2 ***********37 %2% dekkkded ke 3.10
Agree 12,0 #%kkk 14.9 kkkik
- - 615&ng 77777 5.5 %% o5 Fkkkiex
16.8 wkkkk %_gg YT T
75. e thejir Neutral 30.4 *kkkkkeni3, o7 dekkkkk .
tIggrcgy.ng skills. 32% dededededede R dede e 32 %?_3 sk de dede ke e
Agree 12,7 %%%k 19.3 #kkdkwik
) Disagree 4.2 * 16.8 kkkki
. 16.1 *adkk 15.2 kkkik
76. Monitor student Neutral 37.4 *#kikkkkk3,28 24,7 k&kkkki 3,10
achievement. 32.1 Fxkhkkkkkk 28.3 kkkkkikk:
Agree 10.2 *k* 15,0 dekkkk
g y
£

34




As a principal saig,

I was told I could award five bonuses.
Well, maybe not all my teachers deserved one
this year, but far more than five did
outstanding work. The tensions around who
gets it are terrific. It has taken a toll on
the morale of my staff. The ones who
actually receive the money keep it quiet.
That doesn't make it a reward. It's a
punishment ...all for $150!

Teachers view the evaluations associated with ladder levels
as better incentive for improving individual teacher's skills.
P.incipals are more confident than teachers that ladders are
improving both the quality of individual teacher performance and
the instructional program.

A typical comment of a teacher who likes ladders:

I think my work as a teacher has
improved as a result of the ladders and
evaluation. I actually like having the
principal sit down and talk about my work
with me. I've been here eight years and
haven't had this much quality attention. I
hope the requirement stays.

4. TEACHER PROFESSIONALISM

The Extended Contract Year and Job Enlargement Components
are expanding the rocle definition of a professional teacher in
Utah. Table 6 shows the high regard for Extended Day Contract
time. It acts as an incentive for teachers to plan, develop
curriculum, and improve their professional skills. Both groups
see it as essential to the delivery of direct instruction.

Shown in Table 7, principals and teachers see the Job
Enlargement Component as paying for work which previously went
unpaid. But it is also moving teachers into school leadership
roles, allowing them to put théir professional skills to more
effective use. The range of uses of this component varies
considerably from district to district. Some districts recognize
only two or three Job Enlargement positions: for example mentor
teachers, grade level chairperson, or curriculum specialists.
Other districts are realizing the 'venture capital' aspects of
this component by experimenting with a wider range of positions:
for example, hcmework hotline staff or school-community relations
coordinators.
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Table 6: The Views of Principals & Teachers regarding whether:

Extended Contract increases teacher opportunities to...

. . Princl Prin. Teach .
Questiommaire Item @ﬁon (%) Mean Opinion (%) Mean
Disagree 2.1 * 3.9 %
35. Plan for classroom Neutral 5.4 ** 4,36 7.2 ** 4.37
instruction. 35,1 kkkkkkkkkkk 22.9 kkkkikk
Agree 54.3 dkkddkikkkkkkk 62,5 kkkickdkdkiikhk
Disagree 2.1 * 4,0 *
. 3.9 % 4,7 *
36. Develop curriculum. Neutral 10.8 *&* 20 11,1 **% 4.23
38,0 Fhkkkkkkikkk 24 .4 kkkkkdk
Agree 45.2 kkkiiokkkkikkkk 55,8 kkkkkikikikikidkkk
Disagree 1.9 * 5.2 %%
. . 3.1 #* 7.7 %%
37. Participate in pro- Neutral 15.1 %kk¥x . 17.8 kkkwk 3.95
fessional develogment. 37.8 *kkkikkikikk 25.4 wkkkidkk
Agree 42,1 kkkkdkikhkkkk 43,0 kkkkkkkkikkkk
Disagree 2.9 * 4 k%
%.9 %k g,z sk
Takecarg of rwor}d{- Neutral %gg ::::*****5.0’7 %(2)% :::**** 4.16
PIN & P T Agree 43.7 kkkikkkkkkikh 55.7 kkkkkkkikkkdhh
Disagree 4.2 * o9 hkk
11% kki ﬂ.g dkdkkk
40. Commmicate Neutral 30.8 kkkkkick#k3, 57 27,1 kkkkkiix 3,41
with parents. 31.8 kukkkkkikik 25,3 kkkkkkkk
Agree 22,2 skkkkks 24.8 Ekkkkkk
Disagres 6.4 ** 15.7 kkkkk
. . 14,1 *kix 14,4 ¥kikn
39. Provide additional Neutral 31.2 *kkakdkax3,41 21.6 *&kkkk 3,28
student instruction. 28.5 *Ekkdkikk 23,3 dkkkdkks
Agree 19,8 *kkkik 25,0 mkkkkkkk
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Table 7¢ The Views of Principals & Teachers regarding whether:

Job Enlargement is an effective incentive for teachers to...

Principal Prin. Teacher Tchr.
Questiommaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 1.9 * 8.0 #**%
2.1 % 4.3 *
63. Be paid for work they Neutral 8.7 #*% 4,35 14,7 *kkk 3.99
once did for no pay. 33.3 kkEdkkhikk 27,1 *hkkkkkk
Agree 54 .0 kkkkkkkhkhkhkd 45,9 Fkkkdkikihdkihkk
Disagree 2.3 * 11.8 xkiek
5.1 %% 10.0 *k*
61. Share school leader- Neutral 13.9 #%&* 4.02 22.7 *kkikkkk 3,43
ship responsibilities. 45,9 dekkkkkikkikihkk 34,2 kkkdkddddd
Agree 32.8 *%kkkhkkkk 21.3 ®kidkk
Disagree 2.3 * 12,3 ®%kk
4.2 % 10.8 dkx
60. Use professional Neutral 15.2 #k&k¥ 4.00 25.7 kkikkkkik 3,35
gkills mcre effectively, §7 .6 *xkikkkkkkkkkie 32,0 kkkkikskki
Agree 30,7 #kikikkixk 19.2 *ikkkik
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5. ORGANIZATIONAL EFFECTIVENESS

The policy's effectiveness as a school improvement tool is
evidenced in responses to questions about school climate,
curriculum and instruction, and district planning -- shown in
Tables 8, 9, and 10. Principals and teachers report the CLS
effective in providing a more positive climate for learmning,
improving student instructional programs, and carrying cut both
school and district curriculum planning and management tasks.
Again, principal respenses are generally more positive. They see
the Career Ladder System as reinforcing their role as
instructional leader. Teacher morale, however, is much less
positively affected.

In light of principals' high rating of the system, responses
to questions about the impacts of CLS on their work environment
are instructive. Principals do not see their work load improved
by the CLS. Case studies point to the negative effects of the
greatly expanded evaluation and paperwork burdens without
increased pay as one cause for this negative response.

Principals are also more aware than teachers of the district
level effects of the CLS. Case study data support this finding.

As these data suggest, the system has mixed effects.
Nevertheless, asked for a global judgement about the CLS overall
school improvements, principals and teachers alike see the CLS as
positive: teachers share leadership, teacher evaluation is in
place, and the overall instructional program, and individual
students are benefiting. Table 11 reports these responses.

6. DISTRICT IMPLEMENTATION

As Table 12 indicates, everyone agrees that districts have
been fair in trying to implement the CIS. Both teachers and
principals report that their districts provide the necessary
information and application forms and follow fair and reasonable
procedures in implementing the Career Ladder System.
Nevertheless, implementation has been a major factor in the CLS's
success or failure.

Districts have implemented the Career Ladder System
differently. The case study data reveal that the twelve
districts studied adopt one of four types of implementation
strategies. The clioice of implementation strategy affects the
level of teacher and principal commitment to the policy.

Far West Laboratory has developed a model to describe
district implementation strategies. Figure 1 depicts the four
strategies.
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Table 8: The Views of Principals & Teachers regarding whether:

The Career ILadder System is effective in providing...

Principal Prin. Teacher Tchr,
Questionnaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 6.2 ** 16.6 Skkkk
9.9 k&% 15.6 kkkkk
8. A positive ciimate for Neutral 34.2 #*kkdkk%*%3,40 28,) *kikkkkkx 3,05
learning 36.9 kkkkkkkkkkk 25,7 kkkkkkick
2gree 12.8 kkkk 14,0 %kkk
Disagree 5.8 #** 16.5 #kkkk
12.4 skkk 18.7 kkkkkk
7. A strong student Neutral 30,1 *kkkkkdkkk3 40 25.) *kskkkkkk 3,02
instructicnal program 39,6 kikkkkkkkkkk  26.] kkikkkik
Agree 12,) **#k 13,6 *k¥kk

The Career Iadder System has enabled me/principals to...

Disagree 6.4 **

12.8 #kkk Teacher &
13. Provide stronger Neutral 33,7 *kxidki*3,35 Principal
curricula for students. 34.0 mkkkikkikk Items Differed.
Agree 13,) #ikk
16.6 *ikkk
Teacher & 13,3 *kkk
Prepare better curriculum Principal 17.7 #¥kkk 3,31
mzterials. Ttems Differed. 27 .8 Fkkkkkikk

24,6 kEkkkkk

Disagree 6.4 #**

16.4 Fkkkk Teacher &
15. Coordinate school & Neutral 27.2 *¥kkkkkk 3,35 Principal
. district -cbjectives. 35,7 kkdkkkkkkkkk Ttems Differed.
Agree 14.3 #kkk
32.9 Hkkkkkkkkk
Teacher & 2).7 Fkkkkkk
Spend time with Principal 23.6 ®kkkkkk 2,43
individual students. Items Differed. 13.5 #&k#*
8.3 **

K
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Table 8: Contimued....

Disagree 9.1 *¥%

16.3 ®kkki Teacher &
24. overall Neutral 26.5 *kkikkka%3, 26 Principal
school climate. 32,2 dkddokkkdik Ttems Differed.
Agree 13,9 #kk%
29.5 #kkkkikkkk
Teacher & 17.8 kkkkk
Understand how I fit Principal 29,7 *kkikkkkkk2 55
into district plan. Items Differed. 14.7 *k&&k
8.3 **
The Extended Contract effectively allows the district to...
Disagree 4.4 * 8.3 %%
10.5 ***% 10.1 %%
45, Accamplish district Neutral 24.1 k*#kkkk 3,68 34,7 kkkkkkkk%x3, 39
plamning & management 34,7 *kkkkkidkkk 28,5 kkkdkkkkkhk
, Agree 256.3 kkkkkkki 18.4 Fkkkkk
The Performance Bonus effectively helps principals to...
Disagree 7.6 *% 21.8 *kkkkkk
10.3 *%*% 13.3 H¥ksk
54. Improve instruction Neutral 23.0 **kkkkkx 3,56 23,0 kkkakkx 3,00
in the schools 38.2 kkkkkkkkkich 27.4 kkdkkkkk
Agree 20.9 kkikkk 14.5 *kkk
Job Enlarement effectively allows the district to...
Disagree 2.5 * 9.8 %kk
7.6 %% 11,7 hikk
70. Do district curriculum Neutral 19.5 *kkk%% 3,88 31,3 #¥kkkkik%3,634
planning and 40.] *kkkkkkkkikk 29,0 hkkdkkikk
implementation Agree 30.3 ##dkkkkkk 18,2 kkkkk
Career Iacder Ievels effectively allow the district to...
Disagree 4.3 * 16.2 kkkkk
14.3 *kki 13.5 #kkk
88. Improve the quality of Neutral 26.8 #¥kkikikk 3,47 27,5 *kkdkkkikk 3,11
instruction in the .. 39,4 #kkkkkkkkkk®k 20,0 kkkkkkkkk
district . - BAgree 15.2 kkkxx 13.8 #kkk
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Table 9: The Viess of Principals & Teachers regarding whether:

The Career Iadder System in my school has improved...

' ' Pringipal Prin. Teacher Tchr.
Questiomnaire Item Opinion (%) Mean Opinion (%) Mean

Disagree 5.6 #* 19.3 #kikik

10.0 *%% 17.3 kkkik

30. The principal's role Neutral 28.8 #kkkkkkik3,52 30,9 *kkkikkiik2 87

as instructional leader. 38.4 Fkkkkkdkikkk 22,4 kkkkkkk

Agres 17.2 kkickk 10,1 k&
48
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Table 10: The Views of Principals & Teachers regarding whether:

The Career Ladder System is effective in providing...

) ) Principal Prin. Teacher Tchr.
Questionnaire Item Opinicn (%) Mean Opinion (%) Mean
Disagree 16.0 #kkkk  16.8 kkkkk ﬁ

e 24 .8 kkkkkkk 18.6 *kkkki
10. A positive work . Neutral 25.9 **kkkkkkk 2,86 34,7 *kkkkkkkki2 89

enviroment for principals. 23.8 *kkikkkk 9.1 kkkkkk

Agree 9,5 %k% 10.8 *%*
AND

The Performance Borus is an incentive for teachers to...

Disagree 9.1 #%** 32.5 kkkkkrkkkk
) 19.3 kkkkkk 10.3 kkkkkk
51. Observe other teachers Neutral 30.7 *kkkkkkkk3,17 25,1 kkkikkkk 2,47
27.8 kkkkkkkk 14.8 *kk%
Agree 13.1 *kkk 8.3 **
Disagree 10.8 *#* 30.8 kkdkkkikk
18.8 kkkkkd 17.5 Hikkk
52. Be cobserved by other Neutral 29.8 *kkkkkkk%3,14 26.4 *kkkkkkk 2,55
teachers 27.1 Fhkkikik 16.4 *kxkk
Agree 13.5 kkkk 8.9 kkk
AND

The Performance Borus effectively allows the district to...

Disagree 18.2 #*kkkk 21,8 kkkkkkk
18.8 *kkkkkk 13.3 kkkk
58. Itéprove the morale Neutral 25.2 #kkkikkkk 2,96 23,0 *kkikkk 3,00
of teachers. 24,7 dkdkkkk 27.4 kkkkkkkk
Agrea 13.1 *kkk 14.5 kkkk
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Table 11: The Views of Principals & Teachers regarding whether:

The Career Iadder System in my school has improved...

Tchr.
Questionnaire Item J.i:nrlon (%) 'mimon (%) Mean
isagree 1.9 * ke
D g *k 13.6 Kkkk
29. Teacher leadership Neutral 14 8 kkki 3,91 20.8 *kkkkk .
opportunities. 9.5 kkkkkkikkkkkkkk 34,0 kkkkkkkiik
Agree 26 5 kkkkkkkk 18.6 *kkkkk
6.3 k% 17.5 %kkk%
bisagree 11.2 ki 15.8 kkkk%
33. The teacher Neutral 22.4 *#*kkkkk 3,50 20,9 *kkkk* 3,13
evaluation process. 37.7 dekkdkkkkikk 28,2 kkkkkkkk
agree 22.4 kkkkikk 17.6 *kkkk
i 4,1 * .3 kkkkk
Pisagree 8,3 *% %Zg dekdkkk
25. The a1l Neutral 30,9 #*kkkkkk4k3,57 25,0 kkkkkkkk 3,03
instructional program. 40,0 #hvwekkkikhkkk 27,9 dkkkkkik
Agree 16,7 kkkkk 13.3 kkskdk
i 3.7 * 16.6 *kikkk
Disagree 8.9 #kk 16.3 *kkkk
26, AH,erer'ion w sbxlen" Neutral Zgg ?::t::?:ﬁgl %g% ::::;::**3.07
¢P Agree 12,5 kikk 13.5 %k%%
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Table 12

Principal and Teacher Views regarding whether:

My district followed fair and reasonable procedures for...

Principal Prin. cher Tchr.
The Components. Opnirixl;an (3) Mean %‘Sim.on (%) Mean
Disagree 1.0 1.6
l.9 % 2.6 *
91. The Extended Contract Neutral 5.6 *% 4.50 11.9 #kkk 4.38
Days Camponent. 20,5 Fkkkkikik 23.6 *kkkkkk
Agree 62.0 #kkkkkkkkkkkkk 60,3 dkkkkkdikkhikk
Disa 1.0 7.9 %%
TCE 414 7.6 **
92. The Job Enlar%e— Neutral 10.9 #%* 4.24 27.8 kkkkkkkk 3,62
. 36,7 kkkkkkhkkkk 28.3 Nhkkkkkk
Agree 47.0 kikkkkkkkkkkkk 28,4 dkkkkkkkk
S Disagree 2.8—* B o0 &k -
5.5 %% %%.g kkek
94. The Career Iadder Neutral 16.3 #kkikx 4.10 21.6 *kkkkk 3.55
Levels Component. 29.9 kkkkkkdhk 27 .4 Fkkkkkkk
Agree 45.5 wkkkkkkkkkkkkk 29,8 kkkkhhkkk
Disagree 2.1 * 15.4 skkikk
8.4 *kx 10.3 k%
93. The Performance Neutral 15.7 *kk¥k 4.05 23.0 *kk&kdk 3,35
. 30.4 kkkkkkikk 26.7 *kkkkkkk
Agree 43.4 dkkkkkkkkkkkk 24,6 kkhkkkk

My district provided application forms & information for...

Principal Prin. Teacher Tchr,
The Components. Opinion (%) Mean Opinion (%) Mean
Di 1.3 7.0 **
Lsagree 1.5 7.9 *
96. The Jcb Enlarge- Neutral 6.5 ** 4.49 16,7 ¥kkkk 3.91
ment opportunities. 28.6 Fdkdkikdkik 24 .4 dkdkickkk
Agree 62.1 kkkkkikikikkik 44,0 dkddkddkikkkkk
Disagree .8 5.3 %%
2.5 % 6.9 **
97. A Performance Bonus. Neutral 6.8 ** 4.49 15.6 #*kikkk 4.01
26.8 *kkkkikk 25.8 kkkkkkkik
Agree 63.1 kkkkkikkkkkkkk 46,4 dkkkikikikkkk
95. Extended Contract Days. Neutral 7:7 *dk 4.48 11:4 khk 4.34
21.9 k#kkkkkk 21.6 *kkkkk
Agree 66.4 kkkkkkkkkkkkkk 60,7 kkkkkdkkkkkkkk
Disagree 1.0 6.2 *%
2.6 * 6.0 %%
98. Advancement on Neutral 9.4 *%* 4,44 13.7 Hkkk 4,04
the Career Iadder. 25,5 *kkkkkki 26,0 *kkkkikk
Agree 61.5 #kkkkkkkkkkkkk 48,1 kkkkkkikkkkkkk




Figure 1: District Implementation Strategies
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Managerial/Professional Implementation

Thiz implementation mode creates the conditions under
which meaningful school improvement is most likely to occux. In
districts characterized by this strategy, teachers and
administrators share the view of Careser Ladders as both an
attractive teacher professional growth and compensation system
and a valuable school improvenent tool.

In these districts improved teacher performance is regarded
as synonymous with improved organizational effectiveness.
Teachers regard evaluation as a legitimate source of professional
improvement and an acceptable criteria for professional
advancement. Activities associated with the four components are
not viewed as hoop-jumping in order to receive extra pay, but
rather legitimate avenues to improved professional competence.

Principals in these districts recognize evaluation not
merely as a ritual exercise but as integral to their role of
instructional leader. They are able to use the tool to help
teachers improve their practice.

Decisionmaking regarding Career Ladder plans and programs is
generally inclusive and collegial, not dominated by either
adninistrators or teachers. Shared decisionmaking reinforces the
perception that the Career Ladder plan is koth procedurally fair
and congruent with teacher,school and district goals.

Programmatic Implementation

This implementation strategy characterizes districts that
view the Career Lafddex 25 a system for realizing district program
goals at the expenge sf teacher professional development. The
plan is viewed almost exclusively as an administrative tool.
Emphasis is generally on getting the right program results with
little attention to formal procedures for achieving results.
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Organizational needs drive decisionmaking. It is carried
out by administrators who generally determine what kinds of
activities are funded and who is eligible for funding under the
various components. Professional role expansion and rewards for
teaching excellence are secondary concerns.

Teachers often perceive the allocation of expanded work
opportunities, performance bonuses, and placement on Ladder
Levels as driven by administrator bias or favoritism rather than
merit. From the teachers' views this serves to disconnect the
system from real professional development purposes. Teachers
perceive currying favor, not improving professionally, as the
driving force of the system.

Procedural Implementation

In districts characterized by procedural implementation
strategies, administrators and teachers regard the Career Ladder
System as a formal regulation to be implemented without a larger
vision of its organizational and professional development
potential. The legislation is understoed primarily as a
bureaucratic tool for distributing income to %eachers.

Administrators and teachers in procedural districts often
formally negotiate controls over the various components of the
Ladders. A focus on procedural fairness and the standardization
of rules determines organizational or programmatic uses of the
system. A major concern of implementation is due process.

Teachers in these districts often complain of the ‘hoop-
jumping' required by the Career Ladder plans because expanded
work responsibilities and compensation for teaching excellence
are awarded according to fair rules -- but not in relation to a
coherent school or district plan aimed at substantive improvement
in the teacher performance or program.

- Proforma Implementation

In proforma districts, local interests and needs supplant
state goals for the Career Ladder System, leaving the district
minimally compliant with the intent of the legislation. Several
reasons could explain why this type of implementation occurs.
Extenuating circumstances =-- rapid growth without concurrent
increase in funding supports, lack of technical expertise needed
to implement so complex a policy, lack of trust of state
intrusion into local district affairs, or lack of trust that
existing collegial relationships within the district can be
sustained through implementation -- lead districts to proforma
implementation.
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Teachers and principals often are not aware of the options
offered by the system or have very different views of how thne
various components are implemented either in the school or
throughout the district. However, because substantial amounts of
money are associated with the various components, this lack of
shared understanding serves to lower teacher trust of
administrators who are perceived as controlling monetary
allocations.

In some schools, relationships among teachers suffer as
overall lack of understanding about procedures and general
purposes of the policy fosters distrust and suspicion of others
who seem to benefit from various components.

Proforma implementaticn generally results in severe
criticism of the program by both teachers and principals who are
unclear abhout its purposes, uncertain about t'.e rules which
govern implemen*tation, and feul the negative effects in their
schools.

The 12 districts studied can be placed in ocne of four
different strategies according to their current approach to

implementation:
Managerial/Professional 2
Programmatic 4
Procedural 2
Proforma 4

The present placement of districts is net permanent. case
study data indicate that districts have moved over time from
proforma to both programmatic and procedural imrlementation
strategiea. Movement occurs as districts learn more about how to
tailor the components to their particular district needs and
goals. There is evidence that this learning -- and improved
implementation ~- will continue over time.

47




CAREER IADDER POLICY OPTIONS

As the foregoing sections of this report have demonstrated,
the Utah Career Ladder System has brought major changes to the
public schools of this state. While the impact on the lives and
work behavior of individual teachers is easily recognized, the
basic changes in school organization and operations that the CLS
produced also deserve attention. In this section we turn from
data analysis aimed at assessing the impact of existing policy to
examination of the policy options available to the Legislature
and State Board of Education as they contemplate ways of refining
and redirecting the Career Ladder System. Our discussion of
policy options is divided into three parts. First, we offer a
conceptual model for distinguishing among the key compenents of
the overall CLS and indicate how that model can guide policy
deliberations. Second, we consider ways in which the Far West J
Laboratory evaluation study focuses attention on five basic
issues that define the alternatives for refining and expanding
the system. Finally, we summarize recommended changes aimed at
improving the overall performance of the Career Laddexr System
during the next five to ten years.

The Conceptual HMcdel: CLS as a Policy Intervention

The individual compone..ts of the CLS represent a coordinated
effort by Utah policymakers to alter the behavior of individual
educators and to bring about overall school improvement. To
understand how the elements of this policy might be changed to
better reach these basic goals, we need to understand how they
work together, tackling similar proklems from different
perspectives and with different effects.

Figure 2 provides an organized way of thinking about hcw the
four basic CLS components attack the issue of school improvenment.
The figure distinguishes among the CLS components along two
dimensions. First, they are separated (across the vertical axis)
according to the target of the policy intervention. Two of the
components are addressed Primarily to improving the performance
of individual educators, the other two toward enhancing tne
effectiveness of the overall school orgunization.

The components are also separated according to their primary
goal or policy objective (across the horizontal axis of the
figure). Two of the CLS components =-- Extended Contract Day and
Job Enlargement -- seek to expand the scope and amount of work
done in the schools. The other two compcnents -- Performance
Bonuses and Career Ladder Levels =-- aim primarily at enhancing
the quality and effectiveness of the work.
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Figure 2: The Career Ladder System by Components

Individual Change Organizational Change
Performance Bonus Career Ladder levels
(better work) (more and better)
Extended Contract Year Job Enlargencant
(more work) (moxe work)

As suggested by the vertical axis in the figure, the
Extended Contract Year and Performance Bonus payments improve
schools by trying to improve the work of individual teachers.
These components have the virtues of simplicity and directness.
Although they are often resisted for both good and bad motives,
they are easily understood and can be quickly implemented.

conm an ol 2 own ma — e s -
The virtuss of extending contracts and awarding bonuses are

also their greatest limitations, however. They do not alter
underlying organizational prccesses in the school. They tend to
concentrate attention on the personal ability or level of
dedication of individual teachers, ignoring the impact of
organizational planning, resource allocation and administrative
authority on school effectiveness.

The organizational impact of the Job Enlargement and Career
Ladder Levels components are equally obvious. Schools cannot
continue to do "business as usual" if they are to effectively
incorporate these components into their school operation. If
Career Ladder levels are to become anything more than a reramed
salary schedule, long established traditions of teacher promotion
and compensation have to be changed. Similarly, Job Enlargement
activities become meaningful only if schools and districts begin

| to incorporate them into long range planning and progranm

developnent.

As suggested by the horizontal axis in Figure 2, the four
basic CLS components cluster differently when viewed from the
perspective of their primary objectives. Two of the components -
- Performance Bonuses and Career La.der Levels -- aim at linking
teacher income to a system of evaluation in order to improve the
quality of their work. The other two components -- the Extended
Contract Year and Job Enlargement -- are only loosely linked to
evaluation. Their primary objective is expanding the gquantity of
work done in the school; enabling schools and districts to
purchase teacher time to perform services that might otherwise
not be available.

The ExtendeC Contract Year and Job Enlargement Components
share in common the objective of expanding the scope of work done
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in che schools. These two components provide schools with the
rasources to buy more teacher time. As indicated above, they
differ in the reasons for using resources in this way. The
Extended Contract Year Component supports expansion of the work
done by individual teachers, with relatively little attention
given to whether that work has value to the overall school
organization. The Job Enlargement Component, by contrast,
provides resources to purchase additional teacher time to be used
in ways that directly serve the organizational needs of the
school or district.

As the top row of Figure 2 shows, the Performance Bonus and
Career ladder lLevels Components of the CLS share the common
objective of improving the quality of work deone in the schools.
Here again, however, they target this objective for quite
different reasons. The Performance Bonus Component was
originally designed to focus direct attention on the quality of
individual teacher performance. And it has been modified several
times in the last four years through both legislative and State
Board of Education policy to reinforce this policy objective.

The Career Ladder Levels have a more organizational target
in mind, however.. They want to ensure high quality teacher
performance, to be sure, but the targeted objective is
restructuring the status system of the school to insure that
senior teachers would be those recognized to have performed well
over a period of years. That is, while Performance Bonuses aim
at improving individual teacher work quality, the Care=zr Ladder
Levels aim at improving the quality of the entire work force.

Five Alternatives for Refining and Expanding the System

1. Managing Teacher Performance

2. Continuing Support for Teacher Evaluation
3. Controlling Salary Effects

4. Enhancing Organizational Effectiveness

5. Supporting Dictrict Implementation

1. MANAGING TEACHER PERFORMANCE: BUYING MO ~— AND HORE
EFFECTIVE -- TEACHER TIME

The single most important aim of the CLS is to improve
schools by enhancing teacher job performance. While this
overriding goal is obvious, the four core components of the
system make very different contributions to its realization.

The Performance Bonus Component may seem to be ideally
suited to improving teacher performance by insisting that it be
evaluated and directly rewarded. In a number of ways, however,
the data discussed earlier in this report suggest that this is
rnot the only way to improve performance, and in many situations
may not be the most effective.
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If, for example, teacher effectiveness is limited by
inadequate curriculum materials or a lack of staff training in
how to use those that are available, state investment in Job
Enlargement or the Extended Contract Year may have greater
overall impact. Curriculum development is not something
individual teachers can do on their own initiative. It must be
tackled as an organizational problem =-- a process that is
facilitated by encouraging teachers to work outside their reqular
teaching hours in collabeoration with colleagues.

The evidence gathered in this study strongly supports the
conclusion that Job Enlargement and Extended Contract Year funds
have had a substantial and widely recognized positive impact on
school district curriculum development and instrnctional
preparation. In apportioning funds and promulgating
implementation regulations, policymakers should give careful
consideration to the question of what factors are creating the
greatest stumbling blocks for teachers.

Where performance is limited by teacher ability or
dc "ication, a system of Performance Bonvses may well serve as a
critical motivational tool. Even where chis is true, emphasis on
the Career Ladder Levels may serve as a more effective stimulus
to high performance. If the limitations faced by individual
teachers are ones that take extensive training to overcome, the
slower cycle and more permanent rewards attached to advancement
up the Career lLadder will match the reward system to the behavior
needed for substantial performance improvement.

Where the factors limiting teacher performance are not under
their direct control -- either because the school is failing to
provide needed teaching resources or because the teachers lack
the training or the time to prepare adequately for their work --
the more promising policy strategy is to fund Job Enlargement or
Extended Contract Year activities. These components of the CLS
expand the kinds of work being done in the school and increase
the likelihood that teachers will get the suppoxt services and
the time needed for adequate preparation.

To oversimplify, Job Enlargement and the Extended Contract
Year buy more teacher time, the Performance Bonus buvys more

effective utilization of the existing time and ma%terial
resources. The Career J.adder levels Component has the best
chance of combining more and better gqua‘ity teaching efforts. By
identifying as the most highly valued members of the faculty
those who consistently perform well and engage in a broad range
school program activities, the Career lLadder Levels can be used
to help build a local school culture dedicated to excellence.
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2. CONTINUING SUPPORT FOR TEACHER EVALUATION: ANALYSIS OF
PERFORMANCE BONUSES

The extent to which the Utah CIS has succeeded in focusing
the attention of local educators on the evaluation of teachers
should be taken as one of its most important achievements.
However, the use of teacher evaluation systems is controversial.
Only about 15 percent of the principals and teachers surveyed
cited evaluation.of job performance as one of the two most
important factors in determining placement of teachers on a
particular Career Ladder level. More importantly, anxiety about
the reliability and fairness of current evaluation systems are
widely evidenced in the twelve case study districts.

Where bonuses are being sought by teachers and distributed
by school districts on the basis of a shared belief in the
accuracy and fairness of a particular evaluation process, the
effect will almost certainly guarantee that teachers will try

their very best to produce the teaching behaviors desired and
rewarded. The field data suggest that this is not the typical
case, however. There is substantial concern that the evaluation
process involves & lot of "hoop-jumping." This leads to

dissension and sometimes to dissembling behavior.

Moreover, precise guidelines for teacher evaluation do not
guarantee legitimacy of the outcome. Teachers and principals do
not necessarily believe that conducting two evaluations per year
ensures that teachers do better teaching. Establishing strict
guidelines about how and who conducts evaluations can only ensure
that the act takes place. 2Allowing administrators and principals
to work through a careful process to develop evaluation
instruments and receive tr-ining contributes to the perceived
legitimacy of evaluation. A deliberate process acts as an
incentive for teachers to receive high ratings on evaluations.

The tensions between the precision and legitimacy in
evaluation suggest an interim strategy while learning about how
evaluation best takes place. Retaining the Performance Bonus
component at a symbolic leveli -- limiting the monetary awards to
a range of $200-$500, for example =-=- can foster an "academy
award" effect while serving notice that excellence is expected in
the district; mediocrity is not. At the same time, learning
about how to conduct *teacher evaluation continues, along with
growing trust in the process and the likelihood that it will, in
fact, result in improved teaching practice.

When bonuses are used to encourage standards of good

teaching they buy quality. When used to select out a few they
buy dissension, creating a system of competition and resentment.
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After the evaluation process stabilizes in schools,
presumably in two to three years, the Performance Bonus might be
folded into the Career Ladder Levels Component. Senate Bill 100,
which mandates yearly evaluation of teachers, supplants the
Performance Bonus benefits. Yearly evaluation will occur whether
or not bonuses or advancement on the Career Ladder follows.
Routine evaluation for advancement -- a feature of the Career
Ladder -- would seem to serve the same purpose. Funds directed
to Ladders from the Performance Bonus could increase teacher
incentives for movement up the ladder.

3. CONTROLLING SALARY EFFECTS: THE BENEFITS OF BALANCE

A major finding from the Far West Laboratory evaluation

study was the extraordinary reallocation of teacher salaries
resulting from implementation of the Career ladder System. wWith
about 10 percent of their annual salary separating the teachers
getting the smallest CLS payments from those receiving the
largest payments, there is no reason to expect larger salary
differentials to have a greater impact on either the quality or
the quantity of teacher work.

Whether the CLS salary differentials are targeted to those
teachers whose work is of greatest value to overall school
effectiveness is a more complex question. There are two
dimensions to this question. First, how can state policymakers
be confident that the money intended as a reward for high quality
work is going to those who do, in fact, perform their duties with
the greatest skill and dedication?

As we have already indicated, the current state of teacher
evaluation technology suggests that there will almost certainly
be at least some slippage between objective teacher excellence
and the results of any teacher evaluation process. For policy-
makers the lesson is clear: Kkeep rewards based on teacher
performance evaluation small enough that they can be viewed more
as symbols of recognition than as basic income by the teachers
who receive them. Teachers are very sensitive to symbolic
recognition for their work. There is no reason to believe that
putting large amounts of money into performance evaluation based
payment systems improves performance as much as it will create
dissention and reduce morale.

A second dimension to the salary targeting issue is whether
the money is being paid to those teachers whose work is
quantitatively superior. Is the salary money going to those who
are doing the most work or the work which is of the most value to
the schools?

While the Performance Bonus Component is explicitly focused
on the qualitative dimensions of teacher work performance, each
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of the other CLS components has the capacity to nddress
quantitative issues more directly. The choice between the other
three components is a matter of deciding who is likely to be the
best judge of the most valuable tasks to be performed.

The Extended Contract Year Component places primary emphasis
on teacher judgement (though our study suggested that the most
effective use of this component occurs in those districts where
district administrators share with teachers in the responsibility
for deciding how best to spend the days). Job Enlargement
contrasts most sharply with the Extended Contract Year Component
in its assignment of authority for identifying the most valuable
tasks to school administrators.

The Career Ladder lLevels is the most complex of the CLS
components when it comes to this issue. In those districts where
movement up the Ladder is explicitly linked to expansion of
teacher job responsibilities, the decision about what tasks are
of value involves a broad cross-section of both teachers and
administrators. Salary money put into the Career Ladder Levels,
if districts can rise above proforma implementation of the
policy, has the greatest chance of being focused on the most
crucial educational tasks.

As districts are working to develop effective Career Ladder
systems, it is probably critical. that the legislature continue to
divide the salary budget, giving individual teachers enough to
support their individual needs, targeting some to district
priorities through Job Enlargement, and providing enough to the
Career Ladder Levels to make local efforts to plan and implement
this complex component economically worthwhile.

4. ENHANCING ORGANIZATIONAL EFFECTIVENESS: WORKLOAD CHANGES
AND WORK PLACE BENEFITS

Although no school can perform effectively without high
performance from individual teachers and administratore, there is
good reason to believe that professional competence is not
enough. For nearly three decades, the best research has
supported the public view that effective schools differ in
organizational character and climate as well as in the competence
and performance of individual staff members. Consequently, the
impact of the CLS on the character and operation of Utah school
organizations was a matter of special interest to the Far West
Laboratory research team.

From a policy perspective, the issue of organizational
effectiveness is a straightforward matter: Has the work required
to develop local CLS plans and implement their complex provisions
been adequately rewarded by improved school productivity? While
this question is simple enough to pose; it is extraordinarily
difficult to answer clearly.
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The available evidence leaves no doubt that development and
implementation of local Career Ladder Systems have required
enormous effort and dedication in most school districts. It is
important to distinguish between the work recuired to improve
school operations, however, from that required to manage and
document the CLS itself. There is nothing wrong with creating
additional work responsibilities for the schools, if the work is
adequately compensated and it leads to better educational
outcomes. If the administrative and compliance burdens created
by the system distract from educational program and services, or
if they require extraordinary effort from people who are not
adequately compensated for that effort, then the policy should be

abandoned.

There are three dimensions to the work load that have been
created by the CLS that should be monitored and used as criteria
for reinforcing or modifying the overall system. Two are costly
and reflect ways in which the CLS may interfere with school
performance. These are:

o] the workload placed on the teachers who must document
their performance to qualify for increased payments,

o the workload placed on principals and other
administrators who must evaluate the teachers,

o the workload placed on districts to decide the use of
additional time purchased with CLS funds.

Each of these workload considerations has clear policy
implications.

The workload placed on teachers in the preparation oZf
documentary evidence used to judge their performance is an
obvious cost in the CLS implementation equation. This burden
varies substantially from district to district, and it is
especially heavy in relation to the Performance Bonus and Career
Ladder Levels Components.

If, on the average, teachers will receive approximately $200
in Performance Bonus money, it makes no sense for them to spend
long hours preparing evidence to support their application for
bonus payments -- unless that work is clearly liiiked to their own
personal or professional development. This conclusion is not
altered by the fact that those teachers who actually qualify for
bonus payments typically receive between $600 and $700. The work
load on the school system is shared by those who fail to qualify
as well as by those who succeed. From a policy perspective, it
is important to keep workloads reasonably linked to compensation.
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In the case of the Career Ladder Levels compensation, the
increased workload placed on teachers can be amortized over
several years, since placement on a higher level means continued
increase in pay. Moreover, the average Career Ladder Level
payment is more than twice as large as the average Performance
Bonus (those who actually qualify for higher level placement
average nearly $1,000 in increased income). Thus, policy could
appropriately place a substantially larger documentation burden
on those seeking Career Ladder Level advancement.

Teachers and principals alike agree that the workload burden

for principals is a source of serious inequity in the current
CLS. While most agree that increased attention by principals to
matters of teacher evaluation and teacher supervision are having
positive benefits to the schools, most educators are painfully
aware that principals must carry this burden without either extra
compensation or explicit relief from other duties. The result is
a reorganization of the principal's work role. Less attention is
being paid to support service management and parent or community
relations than was formerly the case. We found no clear evidence
that this redefinition of the principal's work role has negative
impact on the schools, but we note that it is far larger in
magnitude than anyone had anticipated. It needs to be more
carefully analyzed than our present data will permit.

Increased principal workloads are not uniformly generated by
each of the CLS components. The Performance Bonus Component
generates the largest increase, followed generally by the
principal's role in monitoring and accounting for teacher use of
Exte1ded Contract Year. The Job Enlargement Component usually
puts teacher work efforts at the disposal of administrators, in
some cases offsetting the increased burdens resulting from the
other components. The policy message is a simple one:
stresmline and simplify CLS administration wherever possible in
order to reduce principal overburdens.

The third workload consideration to be considered by
policymakers is probably the most important -- is the work being
bought and paid for by the CLS adequately directed toward
increased school productivity? Evidence from the Far West
Laboratory evaiuation study supports a generally affirmative
answer to this question.

To a remarkable extent, educators throughout the state
affirmed that critical tasks are being performed as a result of
the CLS == much more than would have been otherwise done. The
Job Enlargement Component has stimulated very substantial new
curriculum developments. The Extended Contract Year Component
has encouraged teachers to perform duties they have always
recognized as important, but have not always been willing to do
without compensation and direction.
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over the long run, school effectiveness is best supported by
emphasizing the Career lLadder Levels and the Extended Contract
Year Components of the CIS. The Career Ladder Levels Component
encourages expanded teacher professionalism and appropriately
links job definition to acceptance of responsibility for school
climate and effectiveness. The Extended Contract Year Component
allows professionally responsible teachers to be compensated for
performance of vital preparation and instructional support
activities.

Organizational effectiveness is more than a matter of
workload. Effective organizations require coordiration and
cooperation among all key staff members, not just appropriate
work efforts from each. Perhaps the greatest risk to school
effectiveness to be found in the €IS is its tendency to encourage
the perception that the self-interest of teachers is a2t odds with
the overall interest of the school. Where teachers come to see
interests as divergent and competitive rather than shared and
ccllaborative, there is a strong tendency for energy to be
absorbed in destructive conflict.

Existing Career Ladder Systems tend to encourage competition
in two ways. First, as the literature on competitive payment
systems in the private sector make abundantly clear, whenever
differential compensation systems are developed employees are
faced with a dilemma. They can assume that the evaluation of
- their work will be fair and that their best chances for increased
compensation is to work hard and meet quality standards, or they
can assume that the evaluation system is inherently unfair and
they can increase their own compensation only by reducing the
amount paid to others. Whenever a staff member comes to believe
the latter assumption, their behavior becomes extraordinarily
“estruct..e, both to their own job performance and to the overall
effectiveness of the organization. Each of the four components
of the CLS, if not properly implemente&, can encourage the
negative work pattern associated with the second assumption.

The dangerc from a competitive Performance Bonus system are
obvious. Less obvious are those arising in connection with Job
Enlargement opportunities that may be seen as linked to
favoritism among administrators, Career Ladder Levels systems
that are cynically evaluated as "hoop-jumping" required to secure
previously automatic increases in pay, or even the Extended
Contract Year Component if some teachers begin to see others
compensated for compliance with procedures but without engaging
in substantive work.

On balance, the risks of negative competition appear to be
re.atively small under the current Carcer Ladder System, with the
exception of the Performance Bonus Component. Nine of the 12
case study districts took steps to avoid direct implementation of
the Performance Bonus Component as originally intended by the
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legislature. It would not be fair to conclude that these
districts sought to avoid identifying or rewarding high quality
teaching, or that they lacked the desire to utilize the CLS to
improve school performance. To the contrary, these districts
include all of the most fully developed CLS programs, where great
effort was put into capitalizing on the organizational
improvement opportunities inherent in the CLS. We conclude that
the bad experience of some districts which tried to implement
Performance Bonus systems that were not recognized as legitimate
by teachers, led many districts tc find creative ways of reducing
the risks of destroying teacher morale and cooperation.

The policy message embedded in this experience is
complicated, but important. For a variety of reasons, local
district leaders are generally in a good position to judge
whether implementation of a particular policy will stimulate
strong negative reactions from key staff members or local
constituency groups. State policymakers may choose to keep the
pressure on these local education leaders to comply with the
legislative intent of competitively rewarding higi. performing
teachers. If they do, however, it is important that technical
support and appropriate amounts of time be provided for
compliance with policies that carry such powerful destructive
potential.

5. SUPPORTING DISTRICT IMPLEMENTATION: ISSUES FOR THE NEXT
PHASE

In examining district efforts to implement the CLS we were
impressed with the energy and thoughtfulness with which most
local leaders approached their responsibilities. Even in the
midst of uncertainty and disagreement, most local educators have
tried to turn the CLS into an opportunity to enhance the lives of
teacherz and the performance of schools. As we talked with the
nost sensitive and dedicated leaders in our twelve case study
districts, we came to recognize a pervasive dilemma for
policymakers. We found that there ie a substantive tension
between regulatory compliance and the mobilization of teacher
energy and dedication. The more the CLS is perceived to be a
state mandated program accompanied by high-powered regulations,
the less it is seen as an opportunity for local educators to
respond to their own concepts of teacher professionalism and
school improvement. Grudging, proforma compliance is relatively
easy for state officials ‘o secure. But compliance at this level
produces the form of a CLS without any substantive improvement in
the schools. As local leaders use the CLS creatively to respond
to local conditions and to pursue their own ideas about how best
to erhance school performance, it is easy for them to
misinterpret or simply ignore the state's goals.
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To realize the full intentions of the legislature -- that
is, to pursue school improvement through differential
compensation and work role expansion for teachers -- requires

that district level educators both understand and adopt as their
own the legislature's goals. To achieve this result, requlations
need to be clear, unambiquous, consistently applied, and stable
over an extended period of time. Moreover, the local leaders
must believe that the program reflects a long term and serious
policy commitment by state leaders.

Additionally, any policy as complex and difficult to
administer as the CLS needs to have a relatively permanent,
substantial and secure funding base. Until state level
commitment to the CILS becomes a permanent, settled and routine
part of Utah education policy, there will always be places where
corpliance is weak or non-existent.

Stability and adequate funding is not all that is needed to
help districts with their implementation efforts, however. Local
districts have had to invent a wide variety of enormously
complicated procedures for implementation. They have had to
develop acceptable teacher evaluation systems, to differentiate
and define teacher work responsibilities at various levels, to
cope with the negative fallout of denying individual teachers
ini:ome producing opportunities for advancement or job
eniargement, to plan and supervise expanded teacher work efforts,
to build a new accounting system to monitor Career ILadder
expenditures, and a host of other new activities.

In responding to these challenging administrative
responsibilities, districts have borrowed heavily from one
another. This borrowing has not always been well informed. The
borrowing process helps districts avoid the most disastrous of
mistakes, but the state could play a major role in helping to
insure that the borrowing represents a borrowing of the best
rather than the most popular procedures and program elements.

Local educators need a strong program of systematic study of
various approaches to job enlargement, teacher evaluation,
compensation determination and other critical ingredients of a
successful CLS. While it is important for state officials to
monitor district compliance with statutes and State Board
regulations, it is probably even more important that ways be
further developed to identify and support inter-district

borrowing of the most effective local implementation systems and
policies.
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POLICY RECOMMENDATIONS

1. A multi-year commitment to the Career Ladder S*~tem
would make it clear to the districts that the policy cann t be
ignored. A proforma response to implementation on the part of
some districts continues because they believe the policy is
temporary.

2. Continued State Department of Education technical
assistance to districts in implementing the Career Ladder System
would stabilize the pollcy. The state needs to continue its
central role in assisting districts in implementation, problem
solving and the dissemination of «xcellent district practices.

3. Compensating teachers under the Extended Contract Year
at their established step and lane salary rate reinforces the
professional role of the teacher. Because non-instructional time
lays the foundation for improved direct instruction, it should be

compensated at the same rate as direct instructional time.

4. Expanding the Extended Contract Year will provide
teachers with more opportunities to improve individual delivery
of curriculum.

5. If the state requires a minimum of two days prior to
the opening of schools and three days distributed throughout the
school year for individual teacher planning, it would ensure that
crucial instructional support time for teachers iz not completely
supplanted by school or district needs.

6. If the state would like to encourage the "venture
capital" aspect of Job Enlargement, it should require that the
positions be short term. This component should not be used to
fund permanent positions in the district,; nor should teachers be
encouraged to view the extra <ompensation as a permanent salary
supplement. The activities compensated under this component
should encourage schools to be flexible and innovative.

7. Under the best of circumstances, the Job Enlargement
Component would be a temporary feature of the Career Ladder
System. During this first phase cf Career Ladders, it has
enabled schools to learn what additional teacher work is
essential to the smooth running of the organization. 1In
districts where the Job Enlargement Component is working the
best, it has functioned to move the schools towards a more highly
differentiated system where different levels on the Career Ladder
are associated with different responsibilities.
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8. During the next phase of the policy, the work performed
under Job Enlargement would be institutionalized either into thke
professional responsibilities of senior teachers at the highest
Career Ladder Levels or as full-time positions within the school.
Short term, special projects would then be folded into the
Extended Contract Year Component. A possible time frame to
achieve this might be to stabilize for the next three years and
then require districts to feld Job Enlargement into the ladder
levels component during years four and five.

9. If the state would like to continue to encourage
individual teachers to improve the quality of their teaching
performance and at the same time continue to encourage the shared
leadership necessary to the effective operation of the school, it
should keep the funding allocated to the Performance Bonus
Component relatively small. The present 10 percent Career Ladder
seems an appropriate emphasis.

1¢. The Performanca Bonus should function as a symbolic
reward for teaching excellence, but it should not be limited to
an elite few. Rewarding a few teachers creates a Lystem of
competition and resentment, not collegiality. When the
Performance Bonus -is used to encourage standards of good
teaching, it buys quality. When it is used to reward only a few,
it buys dissension.

11. While districts are still learning how to differentiate
professional responsibilities, it is important to allow district
discretion in determining the funding for the ladder levels. The
Career Ladder Levels Component has the fundamental capacity to
transform the Utah public schools. If the state would increase
the level of technical assistance to the districts to help thenm
further develop a ladder system which incorporates boti
Performance Bonus and Job Enlargement activities, it would be
successful. By the end of Phase II, districts should have fully
funded ladder levels; possible by directing funds formerly used
for Performance Bonuses and Job Enlargement to the Ladder Levels
and Extended Contract Ye»r Components.

12. The state should continue its support for teacher
evaluation. Demonstrated teaching excellence must be a
requirement for advancement in the teaching profession if the
concept of senior teacher is to have legitimacy within the
system. The requirement of periodic teacher evaluations and high
ratings as necessary to advancement on or retention of ladder
levels is important. Periodic evaluations, yearly for lower
level assiguments and every other year at the highest ladder
levels, wculd communicate that sustained teaching excellence is
required to retain professional status.
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TELEPHONE SURVEY

Background

During July and August, 1987, the 40 superintendents and the
40 board presidents of the Utah public schools were sent a letter
asking them to participate in a telephone survey concerned with
the Career Ladder System. The letter stated that the survey
would focus on the components of the policy and their effect on
the work of teachers, principals, and district administrators. 2
follow-up telephone call set an appointment for a conversation of
approximately one half hour in length.

Far West Laboratory had complete interviews with 38 of the
40 superintendents and 36 of the schcols board presidents. Two
of the superintendents were new to their districts and were not
able to discuss the CLS in any detail. Two of the board
presidents were not interviewed because of schedule conflicts and
two were new to their positions and not yet familiar with the
different components.

The telephone survey is compecsed of 11 questions. (see
Appendix D). The first two questions focus on the strengths and
weaknesses of the CLS. Questions three through seven focus on
the five different components: The Extended Contract Year,
Performance Bonus, Job Enlargement, Career Ladder Levels, and
Incentive Funding for Teacher Shortages. During the interview,
superintendents and board presidents were asked to discuss the
ways the different components have modified both how teachers
teach,and how principals and other administrators do their work
in the district. Questions eight through ten focus on
implementation -~ the process by which teachers, principals and
community groups like the PTA have come to understand the CLS.
Question eleven asks the superintendents and board presidents to
describe what they would say to the Utah State Legislature about
their experiences with the Career Ladder System in their
districts if they were given a few minutes for testimony.

Survey Findings

There were patterns to the interview responses. First, the
general level of support for the program was very nigh. Ninety-
five percent of the superintendents and 90 percent of the board
presidents supported the continued funding of the career Ladder
System. The superintendents who did not support the program
mainly expressed problems with implementation of the Performance
Bonus and the Career Ladder Levels component. They reported
teacher divisiveness and conflicts between teachers and
principals concerning both the evaluation process and the bonus
system. The superintendents concluded that they would be more
supportive of the program if regulatory adjustri \ts are made in
one or more of the components.
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Ninety percent of school board presidents agreed that the
CLS should be continued. Those who did not support the concept
generally held back for two reasons: they were concerned about
implementation difficulties or aitout trade-offs between funding
for Career ladders and for Weighted Pupil Units. One board
president's comment typifies the latter concerns:

It's hard to totally support ladders
when we're so desperate for money for the
whole system. I support money for teachers -
- I just wish there were more for the rest of
the system costs.

Both superintendents and board presidents agreed in the
ranking of the four major components of the CILS in terms of
teacher and principal level of support in thieir districts. The
order of the ranking is:

1. Extended Contract Year
2. Job Enlargement

3. Career Ladder Levels
4. Performance Bonus

Superintendents and board presidents reported strong general
support from teachers and principals for the Extended Contract
Year. There was strong agreement among them that this component
contributes to the smoother running of the schools. Job
Enlargement was viewed as contributing to the overall ability of
the schools to provide curriculum enrichment and additional
activities for students than the schools were able to do before.
Career Ladder levels was the least understood of the four
components. Many superintendents and board presidents stated
that it was the component they had the most difficulty in
designing with satisfaction in their plans. As one
superintendent said:

Our ladder is really our salary scale.
Teachers are placed by both years of
experience and level of education. Our
teachers would feel very alarmed if that
changed for them. They all have heard of
other districts which have thrown these
criteria out the window and it has been a
disaster.

In general, many board presidents we—2 not well informed
about how the different components actually work in their
districts. They were familiar with the Career Ladder System in
general, but were not able to discuss in detail the different
components or make distinctions among them in terms of specific
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approaches to implewmentation. If the board presidents also
sexved on the district Career Ladder Committee, they were
generally more informed. If not, they could discuss the CLS in
broad terms from board meetings or fium discussions with teachers
who were involved in the program.

In only one district did the views of the board president
differ strongly from the views of the superinterdent. Generally,
board presidents and superintendents described both the strengths
and weaknesses of the CLS in similar ways. Though, as stated
before, the superintendents were much more fully informed of the

teacher and principal experiences with the components in their
districts.

Most Valuable about the Career Iadder System

Tune two most frequent responses to the question of what has
been most valuable about the CLS were:

o) it has made evaluation a major focus
o) it has provided teachers with more money

One superintendent said:

We have tied the program to teacher
performance and evaluation. The result has
been that teacher performance is better now,
of a higher quality. We are focused on what
teachers actually do in the classroom more
than we were before. Not just the
administrators, but the teachers too. You
visit the schools and everyone is talking
about how you evaluate teaching, who should
do it, and how it can be done right.

Both superintendents and board presidents felt that the
additional money the program provided teachers was important.
Though it is interesting to note that when asked if an across the
board salary raise for teachers would be as valuable, only two
superintendent said yes. The rest of the respondents said they
thought the design of CLS policy contributed more to school
improvement than a flat salary increase would. One board
president saia:

I think our teachers were underpaid.
Career Ladders has given them some of the
additional funds they deserve. Now they can
get paid for more work within their
profession. This means they don’t have to ¢o
out after school to a second job every
afternoon in order to support their famiiies.
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Superintendents reported that the CLS provided their
districts with the money and a system for doing things that was
not available before. More curriculum development and support
for teacher leaders were the two most comrmonly mentioned
examples. Superintendents described school enrichment through
the addition of new courses, summer school programs and after
school tutorials that were only sporadically provided before. As
one superintendent said:

We're doing things for students we
simply could not have done before. Aand
teachers are getting the chance get involved
with the schools like they weren't able to do
before. This program is really changing
things.

Most Problematic about the Career lLadder System

The two most frequent responses to what has keen most
difficult or problematic about the Career Ladder System were:

o) difficulties with the implementation of the performance
bonus component

o the paperwor}. involved in the development of the plans
and the implementation cf the peclicy

Superintendents described the difficulty in developing a
performance bonus plan which would reward good teachers and at
the same time not create severe morale probiems or destroy the
working relationship between the principal. and the teachers.
One superintendent said:

Clearly the Performance Bonus component
has been the least satisfying for everybody
in the system. We ducked it last year
because when funds were cut, we gave it up.
We're just getting started now and I hope the
evaluation system in place works for us.

Many superintendents discussed their concerns with the
evaluation process. Many acknowledged concern about attaching
money to the evaluation process. As one superintendent said:

Evaluation is not an exact science. It
is still somewhat subjective, no matter what
instrument you choose. You can't say a
teacher is exactly one specific place on a
scale. It then gets even more difficult when
you have to make a decision with a stipend
attached to it. We have many excellent

65




teachers in my district and I like the idea
of rewardlng merit. But the evaluation
process is a complicated one and even a good
instrument is not the complete answer.

The paperwork involved in implementing such a complex
program was described by many superintendents as a difficult
aspect of the CLS. Many superlntendents described as
"burdensome" the administrative time required to develop the
plan, explain it to principals and teachers, present it to the
community and develop the accounting system for the payment of
teachers. As one superintendent said:

I'm a big supporter of Career Ladders,
but it has been a lot of work. There has
been a tremendous amount of committee
work and many meetings to get this started.
We also keep on making changes to respond to
the feedback from our teachers. The first
Year our evaluation system was a disaster, so
we changed it. It wasn't much better tiLe
second year, but it keeps on improving. That
takes time. Who has been really burdened has
been the principals. Their workload has
increased about 20 percent. In fact, I think
there should be a separate Career lLadder
System for them.

The concern with the changing role of the principal was
echoed in many of the interviews with both superintendents and
board presidents. The concern centered on the increased
frequency with which principals are required to do evaluations
and the increased number of meetings principals have both with
teachers and with district administrators. As one board
president said:

I'd 1ike to see our principals get
something too. They support the program and
think it has improved teacher morale, but
they have to do a lot more woxrk for no extra
pay.

The Extended Contract Year

There was almost unanimous support for this component.
Superintendents viewed it as contributing to the increased
professionalism ~f teachers and to the increased effectiveness of
the operations or the schools. As one superintendent said:

It has had a positive effect on teacher
morale and professicnalism. It has improved
instruction because it allows teachers the
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clance to really prepare. Before they would
sp2nd the weekend correcting exams and
grading, then come in on Monday exhausted.
Now they have time built intoc their schedules
to do that. There is time to prepare units,
prepare for team teaching and get the
classrooms ready.

Concern was expressed by four board presidents who said the
idea was a good one, but it needed to be mcre clearly
communicated to parents. They reported hearing complaints from
several parents who wanted to know why their children were home
if the schools Wwere open and the teachers were there. Though
board members concluded it was a public relations issue, not a
problem inherent to tlie Extended Year component.

The majority of superintendents and board presidents viewed
this component as making the work of the principal easier.
Almost all the superintendents intervicwed believed the extra
days at the beginning and the end of the year assured principals
that clerical tasks associated with teaching would get done on
time. Superintendents also saw this component as providing
principals with some additional time to do both school-level
planning with their staff and in-service activities. As one
superintendent said:

My principals are on duty anyway before
school opens in the fall. But they used to
have to rely on teacher volunteers. Now they
can count on almost everykody showing up.
It's improved the feeling in the school. Now
the principals know they can be prepared for
that first day of classes.

Job Enlargement

The telephone survey responses indicate that superintendents
and board presidents are strongly supportive of this component.
When asked how the component works in thz_r districts, the
majority of superintendents responded by stating that Job
Enlargement provides districts with the enrichment activities
they could not previously provide to the schools because of
funding constraints. The activities most frequently mentioned by
superintendents for funding under this component were: teacher
leaders, mentors, curriculum developmnent, tutoring, after school
instruction in specialized areas and summer school programs.

One very s:trong superintendent supporter of this component in his
district said:

This component has done the most for
students in my district. AP and ACT scores
have increased dramatically because we can
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now supplement the curriculum for our
students in ways we could never do before. I
definitely believe the boost in scores is
because of Jok Enlargement.

Job Enlargement has been viewed by the survey respondents as
modifying how teachers do their work by providing them with
orportunities to do additional work for extra pay. The survey
responses indicate that the maiority of superintendents and board
presidents view this component as enriching the life of the
school and the professional life of their teachers. One board
president said:

I have one friend who is a teacher in
another district. He is a science teacher
but is also a computer nut. Now he can run
computer workshops after school and get paid
for it. It is marvelous both for the
students and for him. Our teachers are
pretty talented people and Job Enlargement
lets them use their talents in other ways
besides in the classroom.

Approximately one half of the superintendents believed this
component has created mcre work for principals in their
districts. "It has added to their work" was a frequent response
to the workload question. According to the surveys the workload
of principals has increased both in the administration of the Job
Enlargement component and in the evaluation of Job Enlargement
projects. Principals also attend more meetings in asscciation
with this component. Many superintendents pointed out, however,
that their principals are strongly supportive of this component
because it allows them to redefine their work and their
relationships to the teachers in their school. Several
superintendents described the concept of shared leadership in
conjunction with this component. They viewed their principals as
being able to develop closer working relationships with their
staff through the planning and implementation of projects funded
under Job Enlargement. One superintendent sald:

The principal is no longer isolated in
the schnol. He can now be a leader of an
instructional t@=am. He now has the time to
~eally work with teachers, so he is not alone
in the leadership role. This has been a
major change in how principals do their work.

The Performance Bonus Component

From the perspective of the superincendents, the Performance
Borius component has been the most controversial of the components
to implement in their districts. As two superintendents said
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humorously when asked how the component works in their district--
", ..with difficulty.”

Superintendents expressed concern both with limiting the
number of rewards available to good teachers and reliability of
the evaluation procedure required to award the bonuses. They
were not troubled with the concept of rewarding good teaching; in
fact, almost all superintendents and board presidents were
supportive of the idea. Several superintendents stated that the
Performance Bonus component forces teachers to confront data from
principals, other teachers, and parents concerning their teaching
performance. "Teachers are now more self-reflective..." was a
phrase repeated by superintendents. But in general, many
superintendents described a reward system which gave bonuses to
the majority of teachers who applied. As several superintendents
said, " The majority of our teachers are excellent and they
deserve the bonus."

Board presidents were generally less knowledgeable of the
Performance Bonus component. They knew it was the component of
the CLS which encouraged and rewarded excellent teachers. They
were very supportive of rewarding teachers who do a good job in
the classroom. In districts where implement:..tion of the
component created problems, board presidents were aware of the
teacher dissension. Most of them concluded that the district
needed more time to implement Performance Bonuses or the district
needed to find a more fair evaluation instrument. But over half
of the board presidents could not specifically describe how the
component actually worked in their districts, or how it has
modified how teachers teach.

Superintendents viewed this component as having the
potential to create tensions amony teachers and principals. They
were strongly supportive of the evaluation process and believed
that more frequent evaluations of teachers would improve the
quality of the teaching performance in the schools. But
approximately 30 percent of the superintendents interviewed
expressed concern about the linkage of performance evaluation
with money. As one superintendent said:

I would feel more comfortable if we
could evaluate our teachers without having
money involved. I would like to evaluate for
assessment without worrying about denying
some teacher much needed extra money. It is
difficult to figure out how to reward good
teaching and at the same time encourage
continued improvement.

The majority of superintendents ctated that the Performance
Bonus component is important to teachers' work by making
evaluation a more central concern of teachers. Repeatedly,
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superintendents said they believed that more frequent
evaluations, a consistent and uniform approach throughout the
district, and principal and teacher training in the evaluation
1nstrument contributed to improved teaching performance in their
schools.

Respondents believe that the work of the principals has been
greatly increased by this component. Superintendents and board
presidents pointed out that prlnclpals were responsible for more
classroom visits, increased supervision of teachers and increased
involvement with the teacher/learnlng process. In many
districts, the paperwork increase for principals was tremendous.
Several superlntendents stated that their principals had a 10
percen* to 25 percent increase in the paperwork required by the
CLS in general; a large percentage of this increase associated
with the evaluation accompanying the Performance Bonus component.
As one superintendent said:

The dossier plan we used last year did
our principals in. One line of evidence was a
report from the principal. One thousand
teachers submitted a dossier ~- a lot of
additional paperwork for principals to
complete on top of all thzir other
responsibilities.

Career ILadder l.evels

This component was the least understood by board presidents.
When they were asked how the ladder levels work in their
district, approximately 50 percent said they knew the district
used this component, but they were not sure how it actually
worked. A common response was, "I can't explain it very well. I
really don't know much about this one."

Superintendents descri»ed a range of ladder designs which
went from a duplication of the step and column salary scale with
teachers placed on a three level ladder based on number of years
of teaching experience and degrees to ladder levels determined
by a combination of expanded job responsibilities and evaluation
ratings.

But it was clear from the telephone surveys that the
majority of superintendents view this component mcre from a
theoretical perspective than from a full understanding of how to
most effectively utilize the ladders concept for real reform
efforts in their districts. As one superintendent said when
asked if his district participates in this component:

Well, we do if you want to call it
levels. Step one is for first and second
year teachers. Step two is for teachers in
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their third through sixth years. Step three
is for our senior teachers. But it is really
our salary scale. It hasn't done much to
change teaching in our district.

But several superintendents described using the ladder to
give increased responsibilities to deserving senior teachers or
associating the mentor teacher system in their districts with the
ladder levels. As one superintendent said:

The Career Ladder Levels have changad
how the principal works with hi staff. He
now has the specialists he can count on, so
our schools are managed more by a team than
they ever were before.

In describing the implementation procedures associated with
this component superintendent and board president responses

- indicated that this component has been difficult to implement and

remains the least understood of the components of the CLS by

teachers. It is clear that the Career Ladder Levels component

continues to need district and state level efforts for more

effective implementation.

Incentive Funding for Teacher Shortages

Only two districts participated in this component during the
1986-87 school year. The superintendents and board presidents
from the two districts which were involved with this component
valued it highly. They viewed this component as effectively
allowing their districts to identify areas of critical
instructional needs and to expand the curriculum where necessary.
As one board president said:

We couldn't provide our students with
the courses they need without this additional
funding. We now have teachers in chemistry,
electronics, and graphic arts where before we
couldn't provide that instruction.

Process by which Teachers, Administrators, and Community Groups
Received Information About the Program

The most commonly reported way teachers and administrators
received information about the CLS is through a series of
meetings held by the district administration. t is clear that
districts spend a tremendous amount of energy informing teachers
and principals about the program, changes in implemcntation
procedures, and changes in state directives concerning the
policy. According to the survey data,the two most common means
of communication described by superintendents are meetings and
newsletters. Principals attend meetings at the district offices
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and then direct meetings for teachers at their schools. Parents
are informed through local newspaper articles and PTA meetings.

Variation exists in the level of community involvement in
the CLS. All of the superintendents reported that parents were
involved in the district-wide Career Ladder Planning cCommittees.
On an average, board presidents reported thai between two and
three parents would sit on the district committee. Both
superintendents and board presidents believed that teachers,
principals and interested community members in their district
have direct access to infoymation concerning the cLS.

Statements to the ILegislature

There wWwas a strong consensus among board presidents and
superintendents concerning the statements they would make to the
legislature about the Career Ladder System. Ninety-five
percent of superintendents and 90 percent of the board preside: ts
said keep on funding the program. Their reasons were varied, but
the major reasons stated were the money is well spent and the CILS
is improving the profession for teachers. As one superintendent
said:

I'd hate to sce this disappear. I'm an
advocate of Career Ladders. It has the
potential to strengthen the profession and to
reward excellence. I know it has made a big
difference in my district. The teachers are
happier, the principals are more actively
involved with teachers than they were before
and we can do things for students we simply
couldn't before.

It was not unanimous agreement. Two superintendents said
they would like to see the Career Ladder System disappear and
have the money go directly to the districts for school reform
efforts. In districts where there has been implementation
difficulties, board presidents were concerned about the issue of
teacher morale. As cne board president said:

I sometimes think we are more supportive
of this program than the teachers are. There
has been teacher criticism of the plan and
that bothers me. After all, it is supposed
to be for them.

But the general result of the telephone surveys was strong

support for the continuation of the Career Ladder System in Utah
on the part of superintendents and board presidents.
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APPENDIX B

Teacher and Principal Survev Data
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SURVEY DATA ANALYSIS

The tables found at the end of this section of our report
cover the entire set of principal and teacher survey responses.
The data reportved in Table& Bl “hrough B5 cover the experience
and work setting of the educa“ors who responded to the survey.
Tables B6 through B30 repori the views of Utah educators
regarding the effectiveness and desirability of the overall
Career Ladder System and its individual components.

The data presented in these tables is extensive and rich
with insights into the backgrounds, experiences and attitudes of
a broad cross-section of Utah educators. While extensive and
time-consuming multivariate statistical analysis would be
required to fully describe the results of this survey, the
following statements capture the most significant findings
supported by this survey data:

1. Principals and teachers responding to this survey have
the expected age and ¢ender distribution.

The average teacher in Utah is between 36 and 40 years of age;
about five years younger than the school principal. As in other
states, the teaching staff in Utah is predominantly female
(64.1%), while male principals out-number females about 4 to 1.

2. Teachers and principals have about the experted tenure
in their current jobs (12.8 and 7.68 years
respectively).

Utah educators tend t' remain in one school district for most of
their careers. Average time in their current school district is
only about one-half year less than total time in the
principalship, and just over two years less than total time in
teaching.

3. The typical school principal holds a Master of
Education degree; about two-thirds of all teachers
hcld rno more than a bachelor's degree.

4. As expected, more than 50 percent of all teachers and
two-thirds of the principals surveyed work in
elementary schools.

Since elementary schools are typically smaller, there are a
proportionately larger number of elementary principals. Junior
high or middle schools employ about one-fifth of the principals
and an equal proportion of the teachers. Senior high schools,
with about one-eighth of the principals, employ more than 22
percent of the teachers.
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5. Utah educators are fairly evenly spread across urban,
suburban and rural communities. A majority report that
they work in "middle income" areas.

6. As shown in Table B2, teachers responding to this
survey report substantial benefits from the Career
Ladder Systen.

The actual numbers reported by survey respondents differ somewhat
from the salary study reported in the Summary of Research
Findings section of this report. Only 87.6 percent of those
returning surveys indicated that they had received Extended
Contiact money. Accounting data fr a ten districts indicate that
less than .5 percent of 711 teache.z were excluded from Extended
Contract compensation. It is a bit difficilt to account for this
discrepancy. Perhaps the ten districts studied are not
representative (though they contain more than two-thirds of
Utah's teachers). Possibly the teachers surveyed did not
recoghize some of their salary payment as Extended COntract
money, or maybe they simply did not remember receiving it. Total
Extended Contract compensation was also a bit lower than found in
salary data, but the amounts are of a similar magnitude.

Performance Bonus payments reported by the teachers surveyed
were quite a bit larger than those found in the salary study.
This difference is largely the result of the confusion between
Performance Bonus and Career Ladder Level payments that exist in
many districts. Total compensation reported (not counting the
Job Enlargement payments that were unreliably reported due to a
confusion about the survey question format) averaged $1,511.33.
This is somewhat larger than the $1 286.85 fourd in the salary
study.

Teachers reported being on any of eight different Career
Ladder Levels (0 thrcugh 7). About a third reported being on
Level 3, another third were on either Level 2 or Level 4.

7. As indicated on Table B3, when asked to indicate *he
most important criteria used in their districts t.
place teachers on a Career Ladder Level, the majority
of both principals and teachers gave answers that
fell into one of five broad categories. They
indicated that the most important criteria were:

- education level or acquisition of college credits,
- tenure or years of teaching experience,
- evaluation or assessment of teacher performance,

- evaluation or assessment of proporad projects, or

the willingness to apply and comply with regulations.




-

While many respondents identified criteria that could not be
classified as fitting into one of these five basic themes, these
five account for nearly two-thirds of all responses to this
qgquestion.

Clearly, the Career Ladder Levels component of the Utah
Career Ladder System has not gotten completely away from
traditional tenure and college credit criteria for salary
advancement. Among both principals and teachers, about half
cited these as the most important criteria for Career Ladder
Level placement. Less than 20 percent offered any other
consistent reason for placement.

8. When asked how teachers used their Extended Contract
Days, both principals and teachers report that about
half the days were spent in individual teacher
planning and preparation.

As shown in Table B4, one to one and a half days was spent on
various in-service activities and workshops. A similar amount of
tine was spent on grading, recordkeeping and paperwork. Less
than a day was invested in parent conferencing -- still less on
other activities.

9. Curriculum development or alig:.iment was the most
frequently reported activity supported by Job
Enlargement component funds.

As shown in Table B5 about one teacher in eight spent at least
some time doing curriculum development work under this component.
An additional four to five percent of all teachers spent job
enlargement time working on district committees -- mest
frequently the Career ladder Planning Committee. About one
teacher in 12 served as a lead or mentor teacher; another one in
12 did some other activity under this part of the Career Ladder
System.

10. 2As indicated in Tables B6 through B30, teachers were
generally less enthusiastic about thz Career Lad:er
System than principals.

While differences in judgement are typically less than half a
point on the five point scale used for assessing the overall
impact of the Career Ladder System, they were statistically
significant in the vast majority of cases.

On 31 of the 98 questions asking for assessment of the
impact and effectiveness of the Career Ladder System, the mean
score for the teacher group was ¢« low 3.00. This means that more
teachers indicated a negative view than a positive one on these
31 items. Twenty of these 31 low scores occurred in the teacher
assessments of the total Career Ladder sSystem (i.e. questions 1
through 34). A review of these 20 low means reveals an important
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pattern in teacher views. Teachers gave positive responses to
items dealing with individual opportunity and personal benefits,
but they tended rnc: to ayree that: the Career Ladder System has
had a positive cifect on organizational dimensions of the
school. While teachers agree that the CLS has created a
multi~level compensation system and has increased the frequency
and effectiveness of tezcher evaluation, they do not agree that
it has improved school climates, increased student learning,
enabled them to spend more time with students or to interact more
frequently with other teachers. They do not believe the system
has improved teacher morale, improved parent support for the
schools, or improved the day-to-day operation of the schools.

These negative feelings do not lead to a general rejection
of the CLS. To the contrary, teachers support its continuation
by a nearly two to one margin (see Table B10).

1l. Teachers who receive pay under one of the CLS
components indicate a much stronger level of support
for that component than do other teachers.

The vast majority of teachers paid for Extended Days indicate a
desire for continuation of this component by a score of 4.40 to
3.89 for those not receiving Extended Day compensation.

Receiving Job Enlargement support raised support for continuation
of this component from 3.32 to 3.88. In the case of the
Performance Bonus component those not rece:—ing funds were
slightly negative in their support for conti.uation with a mean
score of 2.92, while those receiving Bonus money favored
continuation with a mean scores of 3.52.

12. Regression analysis (not shown in the attache2 tables)
indicates that support for the Career Ladder System and
its various components varies sharply from district to
district. Moreover, within district support for the
CLS is heavily influenced by identifiable personal,
economic and policy factors.

About 30 percent of the variation in support for the CLS among
principals (29.8%, to be precise) is related to their district of
employment. Of this amount, about half can be explained by
variables which were assessed in the survey. Three factors
related to the principal's school community are important: 1)
the wealth of the community as measured by its assessed valuation
per student, 2) the local tax effort made by residents of the
community as measured by the size of its voted leeway, and 3)
whether the community is rural, suburban or urban in character.
Poorer, more urban districts with higher voted leeways are most
likely to be supportive of the CLS.

Three factors related to local district implementation of
the CLS also affect the level of principal support for its
continuation. These factcrs are: the number of extznded
contract days provided by the district, the percentage of the
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total CLS budget devoted tc performance bcnus payments, and the
number of lines of evidence required for teachers to qualify for
a career ladder level promotion. Where districts add to the
state supported extended contract days, support for the CLS goes
up. Support declines as a larger proportion of the budget is
used for Performance Bonuses, and as the number of lines of
evidence used for teacher evaluation increases.

One personal factor, age, also influences the principals'
support for the CLS. Older principals are significantly less
likely to support the CLS.

Among teachers, only about 20 percent of the total variance
in their support for the CLS can be explained by inter-district
differences. Of this amount, 9.1 percent can be explained by
community, policy and personal characteristics.

Poorer districts (as measured both by assessed valuation per

pupil andé the teachers Judgement of communlty socio~economic

status) and those experiencing enrollment increases over the lasc

four years are more likely to have teachers who support the CLS.

Two factors related to the implementation of the CLS in each

district also affect the level of teacher support. Districts

with a larger percentage of their CLS budget in the Career Ladder
Levels component, especially when those districts use fewer lines

of eviderce for teacher evaluation, tend to have irore supportive
teachers.

As with principals, the teacher's age is a significant
factor influencing support for the CLS. Younger teachers are
significantly more supportive than older ones. With teachers,
gender is also an important factor. Female teachers are more
supportive of the CLS than male teachers.
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Table Bl. Sample Demographics

Principals Teachers
Questionnaire Item Mean (Pct) Mean (Pct)
Age: .
Iess than 25 0 .0% 21 2.2% *
25 to 30 6 1.3% = 137 14.7% *dkkkkdk
31 ¥o0 35 44 9.2% *&kkkk 150 16.1% #kkkkkkk

36 to 40 (50th % for Tchr) 97 20.3% *kkkkkkkk 170 18.2% *¥kkkkikk
41 to 15 (50th % for Prin) 97 20.3% *kkikkkkk 161 17.2% *k&kkkkkk

46 to 50 86 18.0% #kkkkkkkk 121 13,0% #*kkkkk
51 to 56 95 19.9% %kwkkkkik 106 11.3% kkkEkk
56 to 60 45  9.4% kxkkk 56 6.0% ***
61 or Older 7 1.5% * 12 1.3% *

Gerder:
Female 101 21.4% ** 590 64.1% *kxkkk
Male 371 78.6% kkkkkkkk 330 35,9% kkkk

! Avg. Years in Pres. Position: 7.68 (sd=6.8) 12.80 (sd=7.4)
Avg. Years in School District: ~.13 (sd=6.7) 10.60 (sd=7.1)

Highest Degree Held:
BA/BS 16 3.4% * 621 66.6% kkkkkkkkk
MA/MS 90 19.2% *%* 142 15.2% **
M EQ 231 49.4% kkkkknk 148 15.9% **
PhD/EAD 63 13.5% #* 8 .9%
Other (generally Ed S) 68 14.5% ** 14 1.5%

Type of School Served:
Elementary 306 66.5% k*kkkkkikk 502 54,3% Fkkkkkkk
Jr. or Middle School 87 18.9% #%% 198 21.4% **%
High School 58 12.6% ** 211 22.8% **%
Other/Special 9 2.0% 13 1.4%

Type of Cammunity Served:
large City 74 15.9% ** 72 18.9% k%%
Suburb 155 33.3% kkkkk 365 40.1% *Ekkkk
Small Town 135 29.0% *%** 243 26.7% *kkk
Rural Community 102 21.9% *%%* 131 14.4% **

Socio~Economics of Commmnity:
Wealthy 26 £,7% * 51 5.7% *
Middle Income 230 5C.0% *kukkkkk 505 56,1% *kkkkkkk
Iower Income/Enployed 153 33.3% kkkkk 248 27.6% ®kkk
Low Income/Hicgh Unemployment. 51 11.1% ** 96 10.7% **




Table B2. Teacher Benefits from the Career Iadder System

No. Tchrs Pct. or
Questionnaire Item Reporting Total (s.d.)
Paid for Extended Contract Days. 924 Nurber: 830 87.6%

avg. No. of Days:  5.97 (2.89)
Daily rate paid. 492 Dollars: $108.29 ($32.07)
Total Extended Contract income. 443 Dollars: $658.18 ($383.15)

Paid a Performance Bornus. 910 Number: 404 44.4%

fotal Performance Bonus income. 336 Dollars: $853.15 ($505.63)

Paid for Job Enlargement work. 894 Numbars 339 37.9%

Total Job Enlargement income. (not reliably reported)

Igvel on District M reer Iadder. 616

Reported Ievel 0: 34 5.5% %Kk
Reported Ievel 1: 72 11.7% Zkkkkk
Reported Ievel 2: 97 15.7%  %ovh Shokk
Reported Level 3: 198 32.1% dkkkkkkkkkkikikk
Reported level 4: 112 18.2% kkkkikkkk

: 87 14.1% k¥kkkkk
Reported level 6: 14 2.3% *

: 2 .3%




Table B3. Criteria Used to Flace Teachers on Care¢~ Iadder
(Cambined totals for all criteria mentioned)
Principals Teachers
Criteria Reports Reports
Teacher education level,
no. of colloge credits. 173 27% kkdkdkkikk 261 25% Fkkkkkkk

Years of teaching

exparience/tenure. 143 23% k&xkkkkk 272 26% kkkkkkkk
Evaluation/assessment

of the teacher. 40 6% ** 93 9% %kk
Evaluation/approval

of proposed projects. 33 5% ** 58 6% **
Willingness to apply/

camply with process. 16 2% 22 2% *
All other criéeria. 232 37% kkkkkkkkkkk 341 33% kkkkkkkkkk

8l 8 9




Table B4. Reported Uses of Extended Zunt:zact Days

Principals Teachers
Questionnaire Item Mean (s.d.) Mean (s.d.)

Individual teacher planning
and preparation. 2.82 (2.05) #**xk%xx* 2,39 (2.25) #kkkkk

Inservice activities & workshops. 1.52 (1.77) ##** 1.21 (1.82) **#

Grading, recordkeeping & paperwork. 1.23 (L.56) *** 1.52 (1.82) **&%

Parent conferencing. .57 (1.02) * .50 (0.94) =*

Orientation meetings at school. .30 (0.65) * .47 (0.85) *

Direct work with students. .17 (1.07) .26 (1.36) *

Other.... .15 (0.82) .13 (1.02)
30
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Table B5. Reported Job Enlargement Task Engagement

Principals Teachiers

Questiommaire Item Reporting Use Reporting Work
Curriculum aligrment/development. 76.2% kkikdkkk  13,7% kkkkkkkk
Career ladder Planning Committee. 51.0% **kkk 4.7% %k
Cther District camittees. 50.8% k*kkk 4.6% **%
Teacher Mentor or Lead Teachers. 50.0% **#k* 7.3% dkkk
Camputer or other technology proj. 40.9% Fkkx 1.6% *
student assessment activities. 25.8% *%% 3.6% **
Master Iearning Coordinators. 23.3% ** 1.1% *
Sumer school teaching. 18.6% ** 1.3% =*
Ombudsman or cammnity relations work. 5.9% * .5%
Other activities 14.0% * 8.6% *kkkk




Table B6. The Views of Principals & Teachers regarding whether:
The Care¢ - Ladder Systemp% effective in providing...
. X ipal Prin. Teacher Tchr.
Questionnaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 5.7 #* B dkkk -
1. Multi-level Neutral 16.4 #xt I
. ~levi - o o4 Fkkdk 3. .3 RkhAkk .
sation for tgamfﬁ?s. 41.7 ***********Zg g%.:{ *********3 37
Agree 26,1 *kkkkkkk 22.7 *kxkkkk
ﬁisagreeﬁ 5.8 %% L1 kkk
3.0.'81 *kk i’%% hkkk
4. More frequent teacher Neutral 20,9 *%kkkk 3,69 21,3 kkkkkk 3 4]
evaluations. 34.3 kdkdkkkkkkk 31.6 kkdkkkikkk
Agree 28,3 tkkkkkhk 22.5 kkkkdkkk
Disagreew 6.6 ** .8 kkkkkk
5 £f ve tea 12,2 %kkk %gg Rkkkk
. More effecti cher Neutral .2 kkkkkk . .7 hkkkkk
evaluations. %_9,3 S S 1 %83 a*:***** 3.03
Agree 25,7 kkskkkkk 15.0 kdkkk
Disagree 6.2 ** 16.6 wkkik -
. . 9,9 *kw 15.6 ®kkkk
8. A positive climate for Neutral 34.2 *kkkdkkkx3,40 28,1 *kkkkkkk 3,05
lezrning. 36,9 hkkkkkkEikkk 25,7 dhkkkkkkk
Agree 12.8 tk+». 14.0 *kk%
Disagree 5.8 ## .5 hkikk
12.4 dkik %gf’; sdkdkohkok
7. m.mﬁm Neutral 30Q.1 #kkkkiak#3,40 25,1 *ksakkwk 3,02
ional program. 39,6 kukkkkkkkkkk 26.] kkkkkkkk
Agree 12,1 #kk* 13.6 *kkk
Disagreeiﬁ 9.9 kik 3.5 *hkkikk
15,9 wekkkk %’3]2 Bkkkk
3. Teacher incentives, if Neutral 22,1 ##dkkikx 3,35 22,2 kkkikik 2. 86
continued for 5 years. years. 33.9 wkkkkkkshk 23,1 kkkkkkk
Agres 18,2 tkkkk 13.7 kakk
Disagree 8.8 ¥ .9 hkkkkkk
9. A positi 1 Newtral 337 sbhehtkk 8.7 wry
. ® Ve wors< . kkkkkh3 227 o7 Hkkdkkik .
enggei’om\ent for teachers. 29.8 dikkkikhk %g; *kdkkkkk 2.87
Agree 14.9 kikkk 14.5 ddkk
Disagree 10,9 %% 25.7 kkkkkikk
. 16.5 #kkkk 18.5 %kkkkkk
2. Incentives for good Neutral 23.3 #kwakkkk 3,26 21,5 kdkkkx 2,77
teachers to remain. 34.8 #wkkkkkkkk 21,5 ®kkkkk
Agree 14.5 ®kuw 12.8 kkkk
- Disagree 8.9 #k+ D12 kkkkkk -
15.8 #kkwx 1%% ke kkk
11. Strong leadership for Neutral 30.6 *kkkkkkkx3,24 27,1 kkkkkakk 2, 86
schools. 31.6 kkkdkkkkkk 21.6 *kkkkk
Agree 13.1 %k#k 12.3 kkksk
Disagree 12.2 &% 21.3 kkkkkk
. 19.0 *kkkkik 19,9 kkikkkk
6. A camprehensive district Neutral 33.7 #kakk*x#43,00 30.6 *rkkkkk#:2, 675
curraiculum, 26.4 %kkkkkkk 18,7 kkkdrkk
Agree 8.7 #kk 9.5 %k
Disagreemié.o hikdhk 6.8 dkirkk
24.8 dkikdkk igg hkkkk
10. A positive work environ- Neutral 25.9 #kkkikkk 2 86 34.7 kkkkkkkk42, 89
ment for principals. 23.8 dkkdkkk 19,1 *kkkks
9.5 www 10,8 %k
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Table B7.
Career ladder

Teacher

Responses to:
The System has enabled me to...
Questionnaire Item Pct. Score
i o6 Rkkkk
. ) Disagree 16,8 wes
. . o7 hkkkk .
i3. Prepare better curriculum materials Neutral %;g B 3.31
Agree 24.6 wkkkkkk
o1 Rkkkk
o Disagree %g.% Axa
. : ibi . o5 ek .
22. Advance responsibility and pay Neutral %Zg i ewws 3 29
Agree 21.6 kkkkik
o3 kkhkkkk
Disagree %‘39'2 b
12. Teach more effectively. Neutral 18.7 sxkiix 3.06
27.1 *kkkikkka
' Agree 18.5 ki
- a .9 kkkkkkk
Disagree %g.g Ahkh
. i . o6 Hhkkksk .
2l. Be rewarded for outstanding teaching Neutral %’é.g A wx 3.01
Agree 18.7 #eawus
isagree 19.0 thikwn
D i?.g khkkk
14. Monitor student achievement effectively. Neutral %g.g ::::::: 2.99
Agree 15.8 #kwks
Redrdd ks
. Disagree %2 2 hekkhk
17. work effectively with the principal. Neutral 27 8 :::::::* 2.94
Agree 12 7 hkkk
. -
Disagree %% 3 Rkkhk
16. work effectively with other teachers. Neutral %g g ;:::::: 2.85
Agree 12.5 whks:
o isagree -
D ig 8 kkdkkk
23. lete record-keepi Neutral 20.0 ##khix 2.79
paperwork. ™ 20.2 *kikkk
Agree 15.9 kkkik
isagree 22,9 #kakikk
D i%,g kkkkk
18. Work effectively with parents. Neutral i%% :::::***** 2.72
Agree 8.8 *kk
Disagres 29.5 wkkkkwwkk o
17.8 ®tkak
24, Understamd how I fit into Neutral 29.7 *kkkkakik 2,55
district plans 14,7 *kxk
Agree 8.3 %%
T o isagree khhghkkk % -
Disa 3%:3 kkkkkkk
: . 6 hkdkkkk .43
15. Spend time with individual students Neutral %gg Akik 2
Agree 8.3 #%
Disagree 36.4 #hkkkkiakin o
18.7 whkkk2k
20. Be dbserved by other teachers. Neutra)l, ﬁ.i ::::*** %.38
Agree 7.3
jsagrm o7 BRAkkAhkkhkhkkn
D §%,Z Rk kdkekk
19. Observe other teachers in classroons. Neutral %%.g :::*** 2.20
Mgree 6.5 #*

——--'a——-———--——-———--—-———-————————--——




Table BS. Principal Responses to:
The Career lagder System has enabled me to...

Questiomaire Item Pct
. Score
22, Use teach %.3 :*
L] ' .
ers' gkills effectively. Neutral 25.0 #kkddkkdk 3.67
41.7 hkkkidkhhhkk
Agrea 21,1 kkexis
" Disagree 1‘6.% ::*
. Reward outstanding i Zo.
teaching. Reutxal 20.3 whatkk 3.61
38.6 Wkkkdkkkkkhk
Aovea 23,6 Shdwhkkk
5 Disagree 1;.4 *k
. .6 tkkk
Evaluate teachers more effectively. Neutral 23.? dokkkdkk 3.54
35,6 Rkkkdhkink
Agrec 24,3 dkkkkkk
g Disagree lgg o -
. . *k
Work effectively with teachers. Neutral ggg Rkkkkkk 3.42
R - *
Agree 17,7 sk *
N Disagree 133 ::*
. Provide stronger curricula for students. Neutral 33.7 kkkkakddds 3,35
33.0 kkkkkkkkhk
Agree 13.1 #kkk
N Disagree 12'2 ::*
. . *k
Cocrdinate school & district dbjectives. Neutral 27.2 #kkkkkik 3.35
35.7 khkhkkkkkkk
Agree 14.3 dkik
) Disagree lg.l hkk
.. .3 kkkkk
Improve overall school climate. Neutral 28.5 #kkkkiakk 3,26
, ) 32.2 hkkkkkhikk
2gree 13.9 wikk
, Disagree %(]5"1 dkk
0. 2 hkkkk
Share evaluation with teachers. Neutral 26.7 #kkkkkak 3,21
’ 32,1 Skkkkkkikk
Agree 13.8 ik
. Disagree 12':13. hkk
. J1 wkkkk
Retain excellent teachers. Rautral 32.8 #kkkkkidik 3,18
30.5 hkkkkkkkk
Agree 11.3 %k
5 Disagree "ég ::*
. Moni: > achievement 5. ok
tor studer*: achievement effectively. Neutral 35.6 whikkhkkrak 3,17
31,1 kkkkdkkkk
Agree 8.8 ki
Disagree 13’2 kkk
17. Work effectively with district Neutral 41. Sk
. 41.G whkkkkkkikhk
| @ingtmtm 24.5 wikikkk *3.01
Agree 6.3 **
Disagree %8.% :::
. dekk
18. Work effectively with parents. Heutral 42.4 skkkdkkidkk, 92
22.8 fikwkkik
gree 4.5 %
' Disagree %gg :::*
23. Complete record-keeping end Neutral 35. b
35.6 kkkkkkkkkk
gchool management. 20.1 *kkkkk " 2.87
Agree 8.0 **

g6 34




Table BS. The Views of Principals & Teachers regarding whe
The Career Iadder System in my school has improved...

. Principal Prin. Teache
thﬁ icmnmaire Item Op{'rrﬁon (%) Mean Opinio
jsagree 1.9 * [0 %
29. Teacher leadership Neutral 14.8 ##k* .91 20.8 **
cpportunities. 49,5 *kkkikkkkkkkkk 34,0 *x
Agree 26,5 Akkkkkkk 18.6 %%
Disagree 6.3 ** 17.5 *%
. 11.2 k% 15.8 *%
33. The teacher evaluation Neutral 22.4 #x&kkk%x 3,50 20,9 **
process., 37.7 *kkkkkkkkkk 28,2 %%
Agree 22.4 dkkkkdk 17.6 *%
Disagree 4.1 * 17.3 %%
8.3 ** 16.5 **
25. The overall instruc- Neutral 30.9 *kkkkiak%x3,57 25,0 %%
tional program, 40.0 *kkkkkkkkkkx 27,9 %«
Agree 16,7 kkkkk 13.3 *%
Disagree 5.6 #* 19.3 **
30. Principal's role as Neutral 38.8 Mk A43 , 52 3013 a
IR EECT =T AR, 5814 AkkkkkrkARIR. 3904 ki
Agree 17.2 hkkkk 10.1 **
Disagree 3.7 * .6 *k
) ree 3.9 *kk %g.g *k
26. Attention to student Neutral 32,9 kkk#kkkdx3,5] 24,4 **
academic progress. 42.Q *kkkkkkkkkkkx 29,2 kk
Agree 12.5 kkkk 13.5 **%
Disagree 4.0 * 16.5 **
. 11,5 %k 16.9 **%
27. Student achievement. Neutral 39,2 *kkkkka%*3,36 30,3 **
35.0 kkkkkkkkkkk 25.4 %%
Agree 10,3 # 10.9 **
Disagree 12.0 *kx% 32.6 **
19.0 *kkkkk 16.9 %%
32. The morale of teachers. Neutral 23.2 #*kkkik 3,18 16.8 **
31,1 kddkddkhik 20.1 %%

Agree 14,7 kkkk 13

gree *k
Disa 18:% r————

6 k%
22.5 **
o7 Rk

- i WO dkkhkkdkkk, .5 k%

31. ?ﬁé to-daX.operatlms of Neutral g.g ok 3.08 i%g X
Agree 9,9 &k 8.2 %%

isagree 4.6 * .5 k%

D 13,8 ook fe ok %g,g %tk

28, Parent support. Neutral 51.4 *kkkkixxx3,05 38,6 **
20.3 kikkiek 15,7 **

Agree 5.7 ** 4.7 %

g7 835




Table B10. Glabal Assessment of the Career Iadder System.

Principal Prin. Teacher Tchr.
Questioriaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 8.8 *%% 19.6 *kkkkk
6.5 *% 9.3 ®k%
34. Career ladder System Neutral 16.8 %k 3.85 14.9 *#%*x 3.46
shouid be continued. 27.0 *kkkkkkk 17.7 *kkkk

Agree 0.9 kkkkkkkkkkkx 38,5

Kkkkkkhkkkkk
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Table Bll.

The Views of Principals & Teachers regarding whether:

Extended Contract increases teacher opportunities to...

Principal Prin. Teacher Tchr.
Questionnaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 2.1 * 3.9 %
3.1 % 3.5 %
35. Plan for classroam Neutral 5.4 ** 4,36 7.2 *% 4,37
instruction. 35.1 Fkkkkkkkkkk 22.9 kkkkxkk
Agree 54,3 kkkkkkkkkkkkkk 62,5 kkkkkkxkkkkikk
Disagrees 2.1 * 4.0 *
3.9 * 4,7 *
36. Develop curriculum. Neutral 10.8 **%* 4,20 11.1 ***% 4.23
38,0 *kkkkkkkkkk 24.4 kkkkkkk
Agree 45,2 kxkkkkkkkkkkkk 55,8 kkkkkkkkkkkkkk
Disagree 1.9 * 5.2 *%
3.1 % 7.7 %%
37. Participate in profes- Neutral 15.1 ***%% 4.15 17.8 *%k%%% 3.95
sional development. 37.8 F&xkkkkkkkkk 25.4 *kkkkikkk
Agree 42.]1 *kkkkkikkkkkk 43,9 kkkkkkkkkkkkk
Disagree 2.9 * 6.4 **
6.9 ** 5.2 *%
38. Take care of record Neutral 13.9 #**x* 4.07 10.1 ***% 4.16
keeping & paperwork. 32.6 Fkkkkkkikkk 22.6 *kkkkkk
Agrg;e 43,7 kkkki*kkkkkkk 55,7 kkkkkkkkkkkkkk
Disagree 4.2 * 10.9 ***
11.0 *** 11.9 ##&k%
40. Commnicate with Neutral 30.8 **k%&x%%%%3,57 27,1 **kkkkkx 3,41
Parents. 31.8 *kkkkkkkikk . 25.3 kkkkkkkk
Agree 22.2 *kkkkkk 24 .8 *kkiikk
Disagree 6.4 ** 15,7 *kkk%k
14.1 *kk% ld.q mn=k
39. Provide additional Neutral 31.2 **%kk*k**3,41 21.6 *kkkk% 3,28
student instruction. 28.5 *kkkkkkkk 23,3 *kkkkkk
Agree 15.8 *%kkkkk 25.0 *kkkkkkk
37
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Table Bl2.

The Views of Principals & Teachers regarding whether:

Extended Contract effectively helps principals to...

Principal Prin. Teacher Tehr,
Questionnaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 5.4 ** 8.0 **
6.4 ** 10.7 #**
42. Work more effectively Neutral 22,7 ***kkkkx 3,73 30,2 ***kkkkk%3,46
with teachers. 4).0 hkkkkkkikkkk 20,0 kkkkkkikk
Agree 24,5 kkkkkkk 2).2 kkkkkk
Disagree 6.2 ** 8.8 **%
7.5 ** 8.3 %%
44. Maintain a smooth Neutral 31.6 **kkk*%%%x3,58 33,9 #kkkkikkkx3,44
running school. 3).8 kkkkkkkkkk 28.) Fkkkkkkk
Agree 22.9 *kkhkkk 20.9 *kkhk%k
Disagres 9.8 **# 6.9 **
11.6 %%k 9.0 **%*
4). Carry out critical Neutral 27.9 #kkxkki% 3,4) 34,6 **ikkxkk*3, 48
management tasks. 29.1 Fkkkikkik 28,5 dktkkkkkk
Agree 21.6 #kkkkk 21.0 *kkkkk
Disagree 7.7 #* 10.0 *¥%
17.3 Fkkkk 10.9 ***
43. Work more effectively Neutral 40.3 ***ak****3,13 42,2 kkkkkkkk%3, 622
with parents. 24,1 Fkkkkkk 20,9 Fkkkkk
Agree 10.6 *** 16.0 *xkkx

90
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Table B13.

The Views of Principals & Teachers regarding whether:

Externded Contract effectively allows the district to...

Principal Prin. Teacher Tchr.
Questionnaire item Opinion (%) Mean Opinion (%) Mean
Disagree 4.4 * 8.3 **
10.5 *%% 10,1 **%x
45. Accamplish district Neutral 24.1 ®&kxkkkx 3 68 34,7 *kkkkkkkk3,6 39
planning & management. 34,7 Fkkdkkkkkkk 28.5 *kkkkikkk
Agree 26.3 ®&xkkkkkk 18.4 kkkkkx
Disagree 7.3 %% 12.5 k%%
18.4 kkkkk% 14.9 *kk%
46. Cammmnicate more effect- Neutral 45.2 *k¥*kxkx*%%3,06 44.1 *k*kkkk**xx3,00
ively with parents. 19.7 #kkkkk 17.0 Hxdkkk
Agree 9.4 %% 11.5 *=%
i5




Table Bl4 Global assessment of Extended Contract Camponent

Principal Prin. Teacher Tchr.
Questionnaire Ttem Opinion (%) Mean Opinion (%) Mean
Disagree 2.9 * 5.1 %%
3.1 % 3.0 *
47, Extended Contract should Neutral 9.4 **#* 4,34 9,7 **x 4,36
be continued.’ 25.9 kkkkkkkk 15.6 **k%%

Agree 58.7 kkkkkkkkkkkkkk 66,6 *kkkkkkkikkiiksk
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Table Bl5. The Views of Principals & Teachers regarding whether:

The Performance Bormus is an incentive for teachers to...

Principal Prin. Teacher Tchr.
Questiomaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 8.0 ** 19,7 kkkikk
10.8 k*k%k 12.] *%k%k%
50. Understand teacher Neutral 20.7 *¥*ksk% 3,54 23,4 %kkkkkk 3 1]
evaluation better. 40.7 kkdkkkkkkkkd 27 .5 *khkkkkikk
Agree 19.8 *%kkkkk 17.3 **kkkk
Disagree 7.8 ** 23,1 Fhkkkkk
13,5 *%k%k% 12.3 &%k
49. Care more about the Neutral 24.3 ***kk%*x 3,43 20,1 *%%%%%x 3,05
quality of teaching. 36.7 Nkkkkkkkkkk 25.2 *kktkkkkk
Agree 17,7 *kkk 19.3 *kkkk*
Disagree 9,1 *%% 32,5 kkkiekkkkkk
19.3 *%kkkkk 19.3 *%kkkk%k
51. Cbserve other teachers Neutral 30,7 **k*kkk%%3,17 25,1 *kkkkkkkkx 2 47
in their rocoms. 27,6 Ekkkkikk 14.8 *k%*
Agree 13.1 ¥k 8.3 #%

48.

kkkkkkkkk
kkkkk

Disagree 12,3 *%k%
18,4 *kkkkk

NN

Wowm
L]

=D o \D

52.

Remain in the teaching Neutral 25.8 ***kikk% 3,14 kkkkkkk 2,69
profession. 30.2 Ekkkkkkkk J2 kkkkk
Agree 13.3 *%** o1 Ekkk

Disagres 10,8 #** 30.8 kkkkkkkkk

18.8 **kkkik%k 17.5 *kkk%

Be observed by other Neutral 29.8 s%kkkk%%%3,14 26,4 *kkkkkkkx 2,55
teachers. 27.1 kkkkkkkk 16.4 *xk%k%

8.9

*kk

Agree 13.5 #ikx
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Table Bl6.

The Views of Principals & Teachers regarding whether:

The Performance Bonus effectively helps principals to...

Principal Prin. Teacher Tchr.,
Questionnaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 7.6 ** 21.8 kdkkkkk
10.3 *%*% 13,3 **%x%
54, Improve instruction in Neutral 23,0 #****kkx 3,55 23,0 #*k**k*x*x 3,00
the school. 38.2 *kkkkkkkikkx 27 .4 kkkkkxkk
Agree 20,9 *kkkkk 14.5 ki
Disagree 8.7 #* 18.5 #kkkkk
10.4 *%x*% 12.4 *®%%%
55. Carry out better teacher Neutral 22.8 **&***x* 3,55 21,2 *kx%xx 3,18
evaluation. 35,7 *kkkkkkkkkk 28,2 *kkkkkkk
Agreg 20.9 *%kkkkk 19,7 ®kkkkk
Disagree 9.9 *** 23.3 *kkkkk
12.3 %%k&% 14.) *%%k%
53. Reward excellent Neutral 19.0 **%**%x 3,48 19,2 **kkx** 3,04
teachj_ng. 37 .2 *kkdkkkkkkhik 26.6 *kkkkkkk
Agree 21.6 *kkkkk 16.8 *kkixk
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Table Bl17.

The Views of Principals & Teachers regarding whether:

The Performance Bomus effectively allows the district to...

Principal Prin. Teacher Tchr.
Questionnaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 12,7 #k* kedkkkdkok
15,7 kkkkk T
57. Ensure fair teacher Neutral 27.1 *kkkddkkx 3,17 *khkkkk 2,60
evaluations. 31,1 kkkkkkkkk *dekkkk
Agree 13.4 #kkk Kekkk
Disagree 12.0 ##k* 27.8 *kkkkkkk
16.7 *kkkk 16.3 *kkkk
56. Retain excellent Neutral 29,7 *&kkkksxk3,15 24 kkkkkkk 2,72
teachers. 27.8 Hkkkkkkk 19.2 kkkkkk
Agree 13,8 *kkk 12.2 *kkk
Disagree 18.2 *#k*# 34,5 kkkkkkkkkk
18.8 *kkkkk 16.8 *kkkk
58. Improve the morale of Neutral 25.2 *kkkkkkkx 2,96 19 kkkxkk 2,57
teachers. 24.7 kkkkkkk 17.1 *kkkk
Agree 13.1 *kkk 12.6 *kkk
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Table BlS8.

Glabal Assessment of the Performance Bonus

Questionnaire Item

Principal

59. The Performance Bonus
should be contirmued.

Disagree 15.9 **k&*
10.6 **%

Neutral 19.5 *xkkk*
21.6 *kkkkk

Agree 32.4 kkkkkkkkkk 30.0

Prin. Teacher Tchr.
Opinion (%) Mean Opinion (%) Mean
) 7724,5 Fkkkkkk
9.3 %%k
3.44 17.8 *%kkkk 3.20

18.4

kkkkkk
khkkkkbix
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Table Bl9. The Views of Principals & Teachers regarding whether:
Job enlargement is an effective incentive for teachers to...

Principal Prin. Teacher Tchr.
Questionnaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 1.9 * 8.0 #*
2.1 * 4.3 *
63. Be paid for work they Neutral 8.7 %% 4.35 14,7 *kk*k 3.99
once did for no pay. 33,3 dkkkkkkkkk 27,1 *kkkkkkk
Agree 54.0 kkkkkkkkkkkkkk 45,0 kkkkkkkkkkikkk
Disagree 2.3 * 11.8 *kkk
5.1 %% 10.0 %k
61. Share school leader- Neutral 13.9 **#* £.02 22,7 k¥kkkkk 3,43
ship responsibilities. 45.9 kkkikkkkkkkkkkk 34,2 Rkkkkkkkik
Agree 32.8 kkkkkkkkkk 21.3 *kkkkx
Disagree 2.3 * 12.3 Hkkk
4.2 % 10.8 *%%
60. Use professional skills Neutral 15.2 *k*i* 4,00 25,7 *kikkkkk 3,35
more effectively. 47.6 *kkkkkkkkkhkkk 32,0 khkkkkkhkkk
Agree 30,7 *kkkkkkkk 19,2 *kkkkk
Disagr 1.9 * 11,2 *&k
5.1 %% 9,3 %%
64. Better serve Neutral 17.6 *%%k% 3.98 25,5 %kkkkkkk 3,46
student needs. 43.9 kkkkkkkkkkkkk 30,5 kkkkkkkkk
Agree 31.5 kkkkkkkkk 23.5 dkkkkkk
Disagree 2.5 * 12,2 *kkk
4.0 * 10.9 ***
62. Improve instruction Neutral 16.9 *k#x 3.96 27.1 *kkkikkik 3,32
in the school. 48,2 *kkkkkkkkkkkkk 32,0 *kkkkkkkksk
BAgree 28.4 *kkkkkkkk 17.8 *kkkk




Table B20.

The Views of Principals & Teachers regarding whether:

Job enlargement effectively helps principals to...

Principal Prin. Teacher Tchr.
Questionnaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 2.5 * 10.5 %&*
4.9 % 9.8 *kx
68. Use teacher skills Neutral 14.8 ***x 4.03 22.8 *kkkkikk 3 49
effectively. 43,0 kkkkkkkkkkkkk 33,6 kkkkkkkkkk
Agree 34.8 dkikkikkkk 23.3 kkkkkkk
Disagree 4.2 * 16.0 *kkkk
7.6 %% 13.0 *k*%
69. Reward excellent Neutral 18.2 ###kk 3.84 23.5 kkkkkkk 3 23
teachers. 39,8 kkkAkkkkkkkk 27,0 kkkkkkkk
Agree 30.2 kukkkkkkk 20.5 kkikkkk
Disagree 2.3 * 11.5 **%
6.5 %% 10.7 **%%
66. Improve the student Neutral 24,7 *kkkkkk 3,78 34,2 kkkkkkkkk3, 24
learning enviromment. 43 .5 kkkkkkkkkkkik 20,4 kkkkkkkkk
Agree 23,0 *kkkkkk 14.2 *kkx
Disagree 2.1 * 12.3 kkkk
6.1 %% 11.0 **%
67. Improve student Neutral 32,2 *k#kkkkk**x3,59 36,5 kkkkkkkx43,17
academic achievement. 39.8 wkkkkkkkkkkk 28,0 kkkkkkkk
Agree 19.8 kkkkkk 12,2 *kk%
Disagree 5.1 ** 10,7 *kk
9.7 k%% 8.3 *%
Neutral 25.1 **kkkkk% 3,66 32,7 #kkkkkikk*3, 636
34,7 dkkkkkkkkk 31.1 kkkkkkkkk
Agree 25.4 kkkkkkkk 17.2 kkkkk
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Table B21.

Job enlargement effectively the district to...

The Views of Principals & Teachers regarding whether:

Principal Prin. Teacher Tchr.
Questionnaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 1.9 * 10.2 *k%
5.9 ** 9,7 *kk
72. Use teacher Neutral 15.4 **%k* 3.98 26,4 *kkkkkkk 3,45
skills effectively. 46,1 *kkkkkkkkkkkkk 32,8 kkkkkkkkkk
Agree 30,7 #kkkkkikk 20.9 *kkikk
Disagree 2.5 * 9.8 *kk
7.6 %% 11.7 *kkk
70. Do district curriculum Neutral 19.5 *%k*kk 3,88 31,3 kkkkkkkk*3,K 34
planning & implementation. 40.1 *kkkkkkkkkkk D9, (0 kkkkkkkkk
Agree 30.3 *kkkkkkkk 18,2 *kkkk
) Disagree 5,7 ** 18.5 *kkkkk
11.9 *%kk% 14,1 *kkk
73. Retain excellent Neutral 30.8 **kkkxk**3,46 30,1 *kkkkkikk3, QL
teachers. 34,0 kkkkkkkkkk 22.2 kkkkkkk
Agree 17.6 kkkk% 15,1 *kkkk
Disagree 6.2 ** 13.8 *kkk
15,9 *kkkkk 15,2 kkkkk
71. Improve parent-school Neutral 44.2 *#&dkkkk*k3,17 42,6 *kkkkkkhk2,04
commnications. 21.9 kkkkkkk 19.8 kkkkkk
Agree 11.8 *kk% 8.6 *kk
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Table B22. Glabal Assessment of the Job Enlargemenc Camponent

Principal Prin. Teacher Tchr.
Questiomnaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 4.2 * 13,0 *kkx
6.3 *% 6.5 %%
74. Job Enlargement Neutral 13.3 ##&** 4.08 24.6 *kkkkkk 3 55
should be continued. 29.6 *kkkikkkkk 24.1 *kkkkkkk

Agree 46.6 %kkkhkkkkkkkkk 3],8 kikwkxkkkkkk
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Table 23. The Views of Principals & Teachers regarding whether:

Career Iadder levels are incentives for teachers to...

. Principal Prin. Teacher Tchr.
Questionmaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 3.8 * 18,0 *kikk
12.3 *%kk 12.8 *kk%k

78. Care more about teaching Neutral 27.6 #**xx&k* 3,53 18,7 *kkkkkx 3,23
39,3 *kkkkkkkk® k 29,7 kkkkkkkkk

Agree 17.0 *kkkk 20.8 *kkkkk
Disagree 4.5 * 16.0 *k*k
15,3 #kkkk 14.0 *kk%
77. Carry out district curric Neutral 31.0 ##kkk*%%%3,37 28,8 *kkkkk***3,10
37.2 kkkkkkkkkkd 26.3 kikkkdkkkk
Agree 12.0 *%%k 14.9 %k
Disagree 5.5 ** 18.5 *kkkkk
16.8 *¥kkki 12.5 k%%
75. Improve their Neutral 30.4 ***k%k%x%%x3,32 18,7 #*kkk%*x 3,20
teaching skills. 34,6 *kkkkkkkkk 31.0 Fkkkkkkk
Agree 12,7 %% 19.3 kkkkkk
Disagree 5.1 #% 21.6 wkkkik
14.9 *k%% 15.8 ®kki%x
80. Ask the principal Neutral 35.2 *k%kk%%x%%3,29 28,8 #**kkaiik*x2 86
for professional help. 35.5 kkkkkkkikkk 22,3 dkkkkkkk
Agzee 9.3 %%k 11.5 **%*
Disagree 5.9 ** 17.9 *kkkk
16.3 *kkk% 15.3 *kkkk
79. Ask for professional Neutral 33.1 *&%**%%x%%3,28 26,1 **#x¥kkkx 3,04
help from colleagues. 32,9 Fkkdkirkkkkk 26.7 kdkkkkikk
Agree 11.8 *kk% 14.0 ***%
Disagree 4.2 * 16.8 *kkkk
16.1 *kkk% 15.2 *kknk
76. Monitor student achieve- Neutral 37.4 #kkkkk%%%3,28 24,7 **kkkkt 3,10
ment more systematically. 32.1 Fkkkkkkkkk 28,3 Hkkkkkik
Agree 10,2 *%% 15,0 *%k¥kk%
Disagree 7.6 ** 20.9 Fkkkkk
20.6 *kkkkk 15.5 **kkk%
81l. Cammmnicate more Neutral 38.2 *¥kkkk**x*x*3,04 31,9 *kkkkkkkk2 83
frequently with parents. 27.2 *kkkkirkk 22,8 Fkkkkik
Agree 6.4 *% 8.9 %k
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Table B24.

The Views of Prircipals & Teachers regarding whether:

Career Iadder levels effectively allow principals to...

‘ . Principal Prin. Teacher Tchr.
Questionnaire Item Opinion (%) Mean Opinion (%) Mean
Disagree 3.8 * 17.4 F*dkkk
11,7 ®xkk 12.6 *k*k
83. Improve instruction Neutral 29,0 **%***%%*3,55 26,3 *kkkkkkkx 3,12
in the school. 36,9 kkkkkkkkkkk 28.2 %kkkkkik
Agree 18.6 *kkkkk 15.5 kkkkk
Disagree 5,7 ** 14.6 *%kk
12.3 *k&kk 9.8 *k%
84. Conduct more thorough Neutral 25.3 *%kkkkk%x 3,55 25,) kkkkkkkkx 3,31
evaluation of teachers. 34.9 #dkkkkdkkkkk 31.4 Fsedkkddkikk
Agree 2.8 kkkikkk 1S6.) *kkkkk
Disagree 7.0 ** 20,4 H*kdkkk
13.8 *%k%k 13.9 *%kk%
82. Reward excellent Neutral 22.9 **%x¥k*x 3,48 21,7 **ikkkk 3,07
teachers. 36.5 kkkkkkkkkikk 26.2 *kkkkkik
Agree 19,8 *¥kkkkk 17.8 kkkkk
Disagree 7.2 ** 18.6 kkkkikk
19.8 #kkkkik 16.0 *kkkk
85. Carry out day-to- Neutral 38.8 **kkxkk*%3,1] 35,1 **kkkkkkkk2, 87
day cperations. 23.7 kkkkkkk 20.6 *kkkkk
Agree 10.5 **% 9,7 *k%

102




Table B25.

The Views of Principals & Teachers regarding whether:

Career Iadder levels effectively allow the district to...

Principal Prin. Teacher Tchr.
Questionnaire Ttem Opinion (%) Mean Opinion (%) Mean
Disagree 7.0 ** 15,1 *kkkk
13.2 *xk% 13.7 *kk*k
87. Ensure a more thorough Neutral 22.6 *#%%ik%%x 3,51 23,1 **kxkixk 3,22
teacher evaluation system. 36,7 Fkkkkkkkkkk 30.4 kkkkkkkkk
Agree 20,5 ®&kkkk 17.7 *kkk%
Disagree 4.3 * 16.2 *kkxk
14.3 *kk*x 13.5 &xk%
88. Improve the quality Neutral 26.8 #***kxkk% 3,47 27,5 *kkkdkkkd 3,11
of instruction. 30,4 kkkkkkkkkkdk 29,0 kkkkkkkkk
Agree 15.2 *kk%% 13.8 %%kk*
Disagree 4.9 * 16.5 #kkkk
14.1 *k*x% 14.6 *%k%
89. Incr=ase student Neutral 35.7 **%kk%%*%%3,33 30,8 **kkkkk**3,04
academic achievement. 34,2 F*kkkkkkkkk 24,6 *xkkikkkk
Agree 11,1 #*% 13.5 *&%%
Disagree 8.8 *&* 23,1 Fkkkkkk
16.3 **kk% 14.4 *kkk
86. Retain excellent Neutral 32.6 *%&kk*%*%3,24 24,7 **kkkkx 2,03
teachers. 26.8 *kkkkikk 21.6 *kkkkk
Agree 15,5 *¥*¥%k 16.2 *kkk*k
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Table B26. Global Assessment of the Career Iadder levels
Principal Prin. Teacher Tchr.
Questionnaire Iterw Opinion (%) Mean Opinion (%) Mean
Disagree 9,2 #** 18.0 *kk*kx
10.9 #*x% 10.6 **%
90. Career ladder levels Neutral 20.3 *#dkkk 3.64 18.4 k&kkkkk 3.39
should be continued. 26.1 kkkkikkk 20.8 #&kkixk
Agree 33,5 kxdkkikkkiikk 32,2 kakkkkkkkk
1i2
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Table B27. The Views of Principals & Teachers regarding whether:
The District followed fair & reasonable procedures...

Principal Prin. Teacher Tchr.
Questionnaire Item Opinion (%) Mean Cpinion (%) Mean
Disagree 1.0 1.6
1.9 * 2.6 *
91. The Extended Contract Neutral 5.6 ** 4,50 11.9 **x% 4.38
Days campontent. 29,5 kkkkkkkkk 23.6 kkkkkkk
Agree 62.0 *kkkkkkkkkxkkk 60,3 kkdrkkkkhhkikk
Disagree 1.0 7.9 *%
4.4 * 7.6 %%
92. The Job Enlargement Neutxal 10.9 *#** 4.24 27.8 kkkkkk¥kk 3,62
component. 36.7 kkkkkkkikkk 28.3 kkkkkkkk
2gres 47.0 kkkkkkkkkkkkdk 28,4 kkkkkikkk
Disagree 2.8 * 11.0 #***%
5.5 *=* 10.2 ***
94. The Career Iadder Neutyal 16.3 #&kkk 4.10 21.6 *%%*%x 3,55
Ievels camponent. 29,9 kkkkkkkkk 27.4 kkkkkkik
Agree 45,5 kkkkkkkkkkkkkk 20,8 kkkkkikkr
Disagree 2.1 * 15.4 wkakx
8.4 *%% 10.3 **%*%
93. The Performance Neutral 15.7 #®%%%#* 4.05 23,0 *kkkkkk 3,35
Borus c(mponent. 30.4 Rkkkkkkky 26.7 *kkkkkkk

Agree 43.4 kkkkkkkkkkkkk 24,6 kkikkkk
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Table 28.

The Views of Principals & Teachers regarding whether:

The District provided application forms & information...

|
|
‘ 3 . .
| Principal Prin. Teacher Tchr.
i Questionnaire Ttem Opinion (%) Mean Opinion (%) Mean
Disagree 1.3 7.0 *%
1.5 7.9 **%
‘ 96. Job Enlargement Neutral 6.5 ** 4.49 16,7 *kkkk 3.91
opportunities. 28.6 kkkkkkkik 24,4 *kkkkkk
Agree 62.) *kkkikkkkkkkkkk 44,0 kkkkkkxkkkkkk
Disagree .8 5.3 %%
2.5 * 6.9 **
97. A Performance Ronus. Neutral 6.8 #* 4.49 15.6 *¥kkkk 4.01
26.8 kxkkkkkk 25,8 *kkkkkkk
Agree 63.) *Ekkkkkikkkkkkkd AG,4 kkkkkkkkkkkkki
Disagres 2.5 * 3.0 *
1.5 3.3 %
95. The Extended Neutral 7.7 ** 4.48 1l.4 **=x 4.34
Contract Days. 2)1.9 *kkdkiik 21.6 Fkk¥kkk
Agree 66.4 *kkkkkkkkkkkkk 60,7 kkkkkxkkkkkkkk
Disagree 1.0 6.2 **
_ 2.6 % 6.0 **
98. Advancement on the Neutral 9.4 ##*=% 4.44 13,7 **k% 4.04
Career Iadder. 25,5 dkkkkkkk 26,0 *kkkkkkk
Agree 6l.5 kkkkdkkkkkkkkk 48,) kkkkkkkkkikkkk
1i4
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99. The Extended Contract
Days component. 69.4 kkkkkkkkkkkkkkkkk T2,4 Fkkkkdkkkhkrikhhkk

100. The Job Enlargement
component. 44.8 Hkkkkkkkkkkkk 24.6 kkkkkkk

component. 23,2 kkkkkkk 20,7 kkkkkk

102. The Career ladder levels
component., 21,1 *kdkkk 26.7 *kkkkkkk

103, -— All ccamponents
are of equal value. 19,5 *kkkkk 13.4 *kk%

Table B29. The Views of Principals & Teachers regarding:
The most valuable components of the Career Iadder System are...
Principal Teacher
Questionnaire Item Pct. Pct.
101. The Performance Bonus




Table B30. The Views of Principals & Teachers regarding:

The least valuable components of the Caveer ILadder System are...

Questiomnaire Item

Principal
Pct.

Teacher
Mt

106. The Performence Bomus
canmponent.,

107. The Career Iadder
Ievels component.

105. The Jcb Enlargement
camponent.,

104. The Extended Contract
Days carponent.

43.1 k¥kkkkkkkkkkkk

41.5 kkkkkkkhkkkik

19.5 kkkkkk

6.4 **

3.1 *

40.3 *kkkkkkkkkkk

29.4 #kkkkkkkk

32,7 kkkkkkkkkk

6.2 **

5.3 %%
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APPENDIX C

Case Study Districts

117

109




UTAH'S CAREER LADDER SYSTEM: ANZLYSIS OF TWELVE SCHOOL DISTRICTS

In October and November, 1987, Far West Laboratory
conducted structursé interviews Wlth district administrators,
principals, teachei's and parents in 12 school districts
throughout Utah. The purpose of conducting the case studies was
to gain as thorough an understandlng as possible of commonalities
in the CLS policy impact across many types of districts.
Consequently, this repdrt does not provide a district by district
discussion of the CLS. Rather, the case studies ana1y51s
provides a framework for understanding differences in the way the
CLS operates. (See Attachment A: cCase Study Protocols)

The 12 case study districts represent urban, suburban, and
rural schools and variations in Career Ladder runding patterns,
The follow1ng role groups partlclpated in interviews that lasted
approximately one hour oach, talking in depth about the Career
Ladder System's impact in their district.

o District administrators: the superintendent, the
fiscal and personnel officers, and administrators in
charge of curriculum, elementary and secondary
drv151ons, and Career Ladder assignments. A total of
44 district administrators were interviewed.

o Representatives of the district-wide Career ILadder
Planning Committee: teachers, principals, district
administrators and parents attended these meetings.
Seventy-seven Career Ladder Committee members were
interviewed.

o Principals: elementary, junior high or middle school,
and high school principals were interviewed in all but
one district. In one of the smallest districts, the
junior high school principal was cut of town on the day
of the site visit. In that case, the FWL researcher
spoke only with the elementary and high school
principals. In each district, a range of from two to
eight principals vere interviewed, totaling 57
principals.

o) Teachers: elementary, junior high or middle school,
and high school teachers were interviewed in eac
district. Interviews were held in small groups ranging
from four to twelve teachers. In larger districts, as
many as six groups of teachers were interviewed. 1In
smaller districts, one or two groups were sufficient
for purposes of the case studies. In all but one
district, each group included a mix of elementary and
secondary teachers. Districts were asked to select for
the interviews two types of teachers: those who had
positive experience with the CLS in the school, and
those who had limited or negative experience with it.

A total of 193 teachers were intexviewed.
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o Parents: Parents were selected for interviews who had
some reason to know about how the CLS was working
within the district, either because they were members
of the CLS planning committee or had helped to evaluate
teachers as a part of the Bonus, Ladder Levels, or Job
Enlargement components. A range of from three to ten
parents were interviewed in each district, totalling 43
parents.

Educators and parents interviewed were promised
confidentiality to ensure candid responses to inquiries. 1In
fact, all those interviewed spoke forthrightly and thoughtfully
about the Career Ladder System in their district. case data
tended to confirm information learned from the phone and mail
surveys, with one exception. Teachers in the case study
districts reported much more positive attitudes about the overall
school improvement impact of the CLS than did teachers surveyed.
Following is a discussion of the common effects of the policy in
districts. Patterns of implementation that determine the CLS
efficacy for school improvement purposes are also discussed.

Cross-District fmpacts of the Career Ladder System

1. Redefinition of Teacher Role: District discretion to
define new kinds of teacher work is generating a wide range of
new work roles. Mentoring, curriculum development and
implementation (especially for core and Outcome Based Education
planning), special student services (homework hotlines, special
at-risk and Advanced Placement courses), and school-community
relations 4re the msst common work roles for teachers.

Selection criteria for some positions remains understandably
unclear. New role definitions are by their very nature uncertain
at the outset. Some trial and error is inevitable for
determining the level of professional teaching experience or
other special skills needed for these new kinds of teacher work.
Additionally, evaluating the quality of teachers' work in these
new roles will require clear performance criteria that are just
now evolving. As one teacher comments:

We still have questions about how
effectively we're identifying these jobs. We
also haven't worked out a [Job Enlargement]
evaluation system that we're completely
satisfied with. But since the jobs are
making our programs stronger and providing
students with more help and more AP courses,
we're willing to put in the extra time
figuring out how to do it right.

Case study date indicate that most new roles greatly enrhance
school curriculum or management, and teachers selected for new
assignments are, in fact, those whose special talents match the




demands of the new role. However, there are some roles
assignments that may be more appropriately and =fficiently
carried out by aides or secretaries: clerical tasks associated
with curriculum writing, for example, or chaperoning of student
t—ravel or other out-of-school activities.

So strong is the CLS policy as a stimulus for redefining the
professional work of a teacher that this effect warrants careful
attention both by districts and the Utah State Office of
Education (USOE). During this learning phase, the USOE might
consider compiling an inventory of the types of work now emerging
under the various compcnents -- identifying possible patterns of
work in larger or smaller schools, elementary or seccndary
schools, or urban or rural schools. Such an inventory might be
useful for districts in establishing comparable pay scales and
evaluation measures. It could also help to determine which
emerging roles seem most appropriately be incorporated in Career
Ladder Level responsibilities and which are best carried out
under Extended Contract work.

2. Teacher Evaluation: Legislating systematic teacher
evaluation has greatly intensified attention to teacher
performance in many schools. Principals generally support the
intensified attention to evaiuations, but some worry about the
need for the instrument to have proven 'reliability and
validity'. In the words of one:

I know this is accepted district-wide by
teachers and administrators as the best
instrument for our district....but I'm just
waiting to be sued because I didn't conduct a
'reliable' assessment...."

In three districts, administrators and teachers reported
that systematic evaluation had not occurred prior to the cLS
legislation. In two districts, the evaluation instrument used to
fulfill the SB 100 mandate differs from that used for the award
of Performance Bonuses or Career Ladder lLevels advancement. The
multiple instruments and different assessment criteria contribute
to teachers' feeling that they are ‘hoop~jumping' rather than
participating in a legitimate assessment.

A skeptical teacher:

So one day I'm good if I structure 20
minutes of my lesson right....another day I'm
good if parents and students have said
so....0or if I have pasted enough stuff in a
so-called 'dossier'...none of which is an
accurate picture of my real strengths or
weaknesses....all of it takes too great an
emotional toll with no real professional
growth or even accurate feedback for me.
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(Note: 1In both districts, administrators and teachers hope to
consolidate the evaluation instruments and processes. It is
possible that by the time this report is published, consolidation
will have occurred.) In two other case study districts, local
committees of teachers, administrators and parents were
struggling to develop a new instrument that all could agree was
fair and reliable.

In ten of the twelve districts, teachers report that the new
training in evaluation procedures has resulted in a common
language about the practice of teaching that teachers and
principals share. "I think I am a better teacher as a result of
the evaluations. I am thinking more delimerately about how I
structure my lessons and how I sequence my units." is how one
teacher described the benefits of talking with colleagues about
her work. The standardized evaluation instruments most used were
variations of the ITC and AIM models. In the words of one
principal: .

The evaluation mandate is terrific. Now
there's ne question they [evaluations] have
to be done. A special plus is that teachers
in all schools are talking the same language.
For me, I can talk about strengths and areas
for improvement and still give some rewards
for genuinely good work.

In sum, the process is still uncertain or overly complex in
many schools and opinions about its benefits remain mixed.

As one principal noted:

I can't blame my teachers for being a
little concerned....frankly, I was, too, the
first year I evaluated every teacher in the
school. I'm better now than I was
then....and thankful for the training that
helped me carry it off.

USOE help for districts during these crucial and most
difficult first years =~ in the form of information about
promising practices and training in the conduct of evaluation --
would seem necessary to mitigate the disruptive effects of so
charged a work place change.

3. curriculum Improvement: In every case study district,
teachers and principals report that school curriculum has
significantly improved as a result of the CLS. These benefits
are reported even in districts where educators are not generally
supportive of the legislation. The Extended Contract Year has
allowed individual teachers more time to prepare for instruction
and to expand and enrich their curriculum. As one teacher noted:
"I'm able to use more audio-visual materials and outside
resources because I have time to plan more carefully."
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Job Enlargement has also paid teachers to work through the
district and school planning necessary to implement the core
curriculum and prepare for the forthcoming standardized
assessment program. A number of districkts have: used the extra
teacher time to implement or expand their Outcomes Based
Education program. One district was able to produce a training
film to use in preparing teachers for the new evaluation. The
teacher-video producer filmed teachers who were practicing the
exemplary teaching methods that the evaluation was to document.
As one principal in that district noted: "We made our own
teachers stars of the film by catching them doing it [teaching]
right. It made it much easier to convince others that the
evaluation was reasonable and focused on the right skilis."

While activities tied directly to school and district
curriculum goals seem to produce the broadest benefits, some
special projects have created new and rich learning expriences
for students. For example, one home econonmics teacher was able to
expand her course to include marketing, merchandizing, and
fashion design, with a school-community fashion show as a
culminating activity. As another teacher ccmmented: "I've taught
history for fifteen years. This [Job Enlargement] has been the
prod I needed to record all my work so others can kenefit from it
when I retire."

4. Altered Role of the Principal: 1In every case study

district, administrators and teachers called attention to the
changing role of the principal. The CLS has changed principal
work in three ways: more work time on preparation, conduct, and
follow up of teacher evaluations; new supervisory roles; and new
reporting roles. Six districts also report slight concern about
recruiting new principals and assistant principals because
salaries are now not as competitive.

Manry administrators, principals and teachers commentc’ on
the incresased time spent on evaluation. Teachers and principals
generally felt that this was time well-spent. In the words of
one principal,

I'm back in the role of instructional
leader in a big way. I've more information
about every teacher's classes and teaching
styles from three years of these evaluations
that I have in the past ten years. Of
course, the other administrative work slips
through the cracks sometimes...face it, there
are so many hours in the day and evaluation
has to occur between 8 a.m. and 3 p.m. =--
it's not something I can do nights and
weekends.
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Principals, far more than teachers, recognize changes in
their work responsibilities beyond those associated with
intensified evaluation. The CLS requires different kinds of
supervisory responsibilities with mentor teachers, curriculum
specialists, or public relations liaisons, for example.
Different reporting responsibilities have also been created as
principals participate on or report to digtrict-wide Career
Ladder Committees set up to validate CLS operations in the
district. Principals generally view these changes very
positively. As one noted:

It [the district Career Ladder
Committee] removes me from hzving to make
isolated judgments about whether a teacher is
ready for profersional advancement. I like
sharing those kinds of decisions.

In some districts, top administrators expressed concern over
the long-term effects of the CLS on principals if their
compensation system remains the same while their supervisory
duties expand. The concern is also raised by some teachers and
principals. As one superintendent stated:

Our CLS committees meet late into the
night. Teachers get pay for the time they
spend. Principals get zip. In fact, I
recently hired a principal who took a cut in
pay by giving up teaching. I know that, in
the long run, that's good for the teaching
profession....I'm not sure what that says
about drawing the brightest and best into
administration.

At least four districts have worked out a local bonus plan
for principals or have found additional local funds to award
stipends for principals' extra worl.. Not all districts believe
that this change in principals' work warrents increased salary.
Many principals consider the work, albeit different, simply part
of their overall responsibility for school operations. As such,
supervision of the Career Ladder System in the school fits within
the principal's routine supervisory responsibilities. These
principals are careful to note that work with the Career Ladder
System in place is different, but not necessarily new. Moreover,
they have far more resources at their disposal -- in the form of
extra teacher help -- to carry out the work of the school.

5. Increased Overall Administrative Burden: Hany
administrators call attention to the added paperwork and
reporting associated with implementing the various components of
the Career Ladder System. One large district calculated the
total costs associated with the CLS at $94,000. They took into
account school level phone calls, time for form filling,
secretarial and administrator time, cost of paper, and so forth.
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These costs to schools must be recognized as another change in ‘
the way school systems are doing business.

In districts where the CLS is very favorably viewec there
were far fewer concerns about the additional paperwork associated
with tracking new work responsibilities or conducting more
teacher evaluations. They viewed the benefits as far outweighing
the change in administrative routines. Many, however, did note
new payroll costs when teachers receive separate checks for CLS
tasks. Some districts limit the numbers of checks to one or two
per year to control payroll costs. In others, administrators
support extca payments and feel the positive reinforcement for
teachers outweighs the administrative cost increase. As one
principal noted:

I think the reinforcement of paying
teachers immediately for dcing extra work is
important. It communicates to them that we
value their work and it's vital to the
school. I walk in with the extra paycheck
and say thanks on the spot.

USOE might document promising practices emerging from
payroll and personnel departments regarding how to distribute
funds effectively and efficiently and how to track new work
assignments and status changes.

6. Urban - Suburban and Rural Differences: In general,
rural districts are having a harder time with implementation than
more urban and suburban districts. They are disproportionately
represented in the proforma implementation category. A number of
factors appear to be contributing to the difficulties of rural
schools. Added planning and paperwork in small districts with
fewer people to car.y out the new work associated with
implementing the CLS causes some rural districts to only
minimally comply with the policy.

Other circumstances that impact schools, especially growth
and large class sizes associated with it, shift attention from
the CLS implementation. In this case implementation tends to be
proforma. In other districts, the Performance Bonus introduces
to small, collegial school staff a level of competition and
divisiveness that contributes to low morale among teachers and
principals. Finally, in some districts, CLS committee membership
is viewed by non-committee members as a political appointment of
superintendent or principal 'favorites'. In this case, knowing
too much about the friendships and alliances in the district
works to the CLS's disadvantage. Teachers view the process as
too political to be fair.

While the differences between rural and urban-suburban
districts are not so great as to warrant differing guidelines,
USOE may want to further study rural districts in preparation for
the final phase of CLS implementation.
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7. Transferability of Teacher Status: Teachers are awar
of differences from district to district in pay and status

designations for ladder levels and job enlargement assignments.
The diversity causes some concern for teachers who may transfer
from one district to another and need to translate former work

responsibilities into a‘different CLS plan. The CLS is too hew
and districts too diverse for any one best Career Ladder design
to have yet surfaced.

As it becomes clearer what activities are appropriate for
inclusion in the responsibilities for particular ladder levels
and how many levels most effectively differentiate teacher
status, the USOE may want to establish guidelines for determining
a teacher's status when transferring to 2 district with different
criteria for level placement and advancement.

This is not a recommendation for the USOE to mandate a
particular number of levels or one set of criteria for
advancement. Rather, guidelines might identify criteria for

assessing comparability among various levels and work
assignments.

District Implementation

Following is a discussion of the circumstances that help to
shape implementation approaches and a description of four
approaches to implementation.

1. culture of Policy Implementation: The financial
incentive of the Career Ladder System is too strong for any
district to resist. It is the only source of additional revenues
districts are likely to receive. However, because the wolicy
includes district discretion to develop systems appropriate to
local needs, the CLS system varies from district to district.

In order to be consistent with legislative intent, local
responses to the CLP have to satisfy two conditions: 1) they
must be connected to school improvement, i.e. improving the
organi: itional capacity of the school to serve students, and 2)
they must be connected to teachers' professional growth and
development. In order to achieve the first condition, CLS must
be tied to programmatic activities that are logically related to
school outcomes -- better educational programs for students.
That is, in practice, CLS has to be purposive. To satisfy the
second condition, CLS activities such as curriculum development,
teacher evaluation, teacher inservice, and expanded job
regponsibilities must be connected to improving school
effectiveness.

Local district responses to the legislation are shaped by a
wide range of circumstances that determine how =- or whether --
districts in any way agree with these two legislative intents.
Districts may not agree with state program goals. There may be
no agreement between teachers and school officials regarding the
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goals and procedures for implementing a CLS, or schools and
districts may lack the technical capacity to impiement a cCLP.

Generally, local culture =-- the attitudes of teachers,
administrators, and the community -- is an important determinant
in cLS implementation. 1In some instances, districts may subvert
state intent. by using career ladder funds to satisfy local needs
which they uvonsider more pressing than the state priorities as
defined in the CLS. For example, districts may recard CLS monies
as opportunities for core currlculum development, but they may
not view teacher professional growth opportunities as a priority.
Other districts may view the CLS as an opportunity to provide
salary increases to ali veachers and not see the programmatic
improvement possibilities of it. 1In other words, implementation
approaches will vary according to districts' relative emphasis on
organizational and/or professional development opportunities.

Case studies reveal that districts do vary in the way they
have approached implementation =~ both of the Career Ladder
System as a whole and of the individual components. Moreover,
the variations are not random. Districts approach implementation
in one of four ways: proforma, programmatic, procedural, or
managerial. Figure 1 depicts the four strategies and suggests
their relationship to overall school improvement.

Figure 1 : District Approaches to Implementation: Four
Strategies
Individual Rewards Organizational Rewards
PROCEDURAL APPROACH MANAGERIAL APPROACH
Emphasis - focus on procedural - vision of policy as
on regularity and fairness as realizing both
Adherence -organizational goals organizational
may be secondary or and professional
absent improvement
PROFORMA APPROACH PROGRAMMATIC APPROACH-
focus on paper - focus on programmatic
- adhoc, rules ends
manipulated for - professional growth
convenience concerns secondary or

non-existent
Emphasis on Realization of Organizational Ends

Each of the 12 case study districts can be classified using
this model of implementation. Two districts are currently
realizing the benefits of managerial implementation. One adopted
a managerial strategy from the first:; another has moved to this
strategy from previous proforma attempts. Several are using
procedural strategies for one or more components. One district
uses primarily programmatic strategies. Four districts have
practiced proforma implementation for all components.
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There is evidence of a strong connection between the type
of implementation strategy a district employs and both the degree
of administrator and teacher satisfaction with {he Career Ladder
System and the relative effectiveness of the system as a tool for
school improvement. Size is a factor, with rural districts more
often proforma, urban more procedural. The learning that takes
place over time about the policy's usefulness causes districts to
change approaches to implement~tionn. Case study data provide
evidence that districts move from proforma or programmatic
through procedural strategies to a managerial approach. This
suggests that most districts will realize more fully benefits
from the CLS in time.

Managericl Implementation

The two districte employing managerial implementation have
established effective decisionmaking processes that create
congruence between the legislative intent of the CLS and school
and district goals. Decisionmaking in managerial districts can
be characterized as inclusive and collegial -- that is, shared
but not dominated by either administrators or teachers.

In both managerial districts, a district-level Career Ladder
Committee is instrumental in developing procedures for
implementing the various components. The Committees are large:
fourteen members in one district. Seventeen in the other.
Committee members are selected jointly by the Superintendent,
principals, and teachers. No one role group is perceived as
dominant. These larger groups have subcommittees that review and
validate decisions concerning professional advancement in the
district.

Data suggeets that locating at the district level a team
of educators to share responsibility for making decisions
regarding teachers' professional advancement communicates to
educators district-wide profes~ional standards. In neither
district is broad involvement viewed as an intrusion on
administrator or teacher prerogatives or controls. Rather,
administrators and teachers see the committees as important
organizational supports. There is a confidence that the shared
decisionmaking will result in fair procedures and good programs
for all schools. The committees function as conduits of
information between the district and individual schools.

This routine communication though the committee structure
helps administrators coordinate school and district efforts.
Principals are able tc concentrate on instructioral leadership in
the school.



T

Our district administrators have always
valued the work of teachers. The CLS seemed
to solidify that relationship. They really
have approached it as a team. Parent

It's an opportunity to tap the
creativity and ideas of the folks around
here....... We're an open district. Teachers
can say what they like and don't like about
career ladders.... Our administrators are
very positive about it....implementation has
been work, but not anything other districts
haven't had to do....We had a survey about
[CLS] this year....92 percent of the teachers
are very positive about it. Superintendent

The two managerial districts did not follow similar paths in
adopting the managerial approach. One district was able to use
managerial strategies from the initial planning stages. In this
district, administrative leadership has been stable for a number
of years. Already in place were effective communication channels
among district offices and schools. Relationships of
collegiality and trust between administrators and teachers were
well established. That groundwork served the district well.

When the Career Ladder legislation was put into effect,
district administrators immediately brought principals and
teachers together to discuss the full impact of the policy as it
would affect teacher work and as it might further schocol and
district goals. Because the political alignment about who would
play important decisionmaking roles was clear, the district was
able to focus full attention on the policy's potential and
implementation requirements.

The complexities of developing appropriate implemeatation
procedures, though often tedious and time consuming, did not
impede implementation. Rather, administrators and teachers
viewed developing fair procedures important to professional and
organizational ends.

We've had to change some of the ways we
operate as a system -- strengthen and
standardize evaluation and bite the bullet on
determining just what we mean by excellent
teaching -~ and it has required quite a bit
¢c” teacher and administrator committee work.
But it has been worth it. Teaching practices
are improving. The core curriculum is better
aligned in schools and from school to school,
and schools are delivering better education
to students because teachers and principals
have time to plan the program together
systematically....Sure, teachers are getting
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paid more for extra work and for better work,
but they deserve the pay ....now we have the
resources to get done the things we knew
needed doing but didn't have time or
resources to do. In my opinion, kids and

families are the ultimate beneficiaries.
Principal

I've been impressed with our
administrators in following guidelines and
helping us really benefit from all the parts
of it [CLS]....Our initial concern was great,
but they handled it beautifully...we really
work as a team in this district. Teacher

In the second district, the managerial strategy evolved from
earlier proforma attempts. Teachers traditionally have had a
strong voice in shaping district educational policy and they take
pride in the high level of teacher involvement in educational
planning. Initially, teachers shared with district leadership a
skepticism about the legislative intent of the Career Ladder
System. Viewed as a generally unattractive alternative to
raising teacher salaries, district leadership "handed the Career
Ladder System over to the UEA", according to one administrator.

In this case, the power of the policy to improve teachers'
work and school programs proved persuasive. In working through
implementation guidelines, teachers and administrators learned
the CLS's beneficial effects. Token initial implementation has
changed to a growing commitment on the part of teachers and
administrators to use ladders, evaluation and extended contracts
to strengthen teaching and school programs.

Comments from one teacher group:

Teachers had lots of input...I'm paying
attention to things outside the classroom
more....Now I can document what I'm doing for
parents and others....It has created a better
feeling among teachers - they are being
noticed....I think they should put more money
into the ladder levels. It stimulates people
to do above and beyond....There is a good
appeals process....Principals have to come in
and evaluate each year. This helps identify
problems.

An interesting aspect of this district's plan is the absence
of funding for Job Enlargement tasks. Teachers advocate placing
expanded work roles directly into the Career Ladder Levels
requirements. As a member of the Career Ladder Committee
explained:
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We try to keep everything in the ladder
levels tied to teachers professional work in
the classroom....a job that's important to
the school iz important to the professional
teacher. It should be a routine part of our
work..our plan allows teachers to know
whether or not they're good...we think 95
percent of our teachers should eventually be
on an appropriate level...responsibilities
should be greater for the more experienced
and proven [i.e. better] teachers.

The evaluation and documentation requirements associated
with ladder level placement reveals a strong commitment to a
differentiated staffing pattern that rewards excellence and
proven competency. The district-wide CLS Committee, which is not
paid through the CLS, has earned "alot of trust" from both
principals and teachers.

We are really proud of our system =-- our
program has been developed and implemented by
teachers....we've taken a professional
approach to it [implementation] ...we may not
be the best, but we're moving
forward...morale is up....we've a lot of
dedicated teachers...working with us.

It should be noted that in neither district is there full
support. Teachers and administrators feel paperwork burdens =--
"a little bit of heartburn" as one principal put it -- but they
are not overly concerned about added requirements. In fact, the
overall impact of the program is clearly one aligned with the
legislative intent, e.g. benefiting school programs and teacher's
professional opportunities and development.

Necessarily a factor in the successful implementaticini of the
Career Ladder System is the mix of other circumstances facing the
district which might serve to aid or impede implementation --
rapid growth with concurrent burgeoning of class size without
proportionate increase in routine supports, for example, or
sudden changes in district or school leadership. Noticeable in
the two districts characterized by managerial implementation are
the districts' abilities to accommodate adversity without losing
sight of their overall educational and professional goals.

Procedural Implementation

The four districts currently using a procedural approach
have adopted it after unsatisfactory early experiences with
either proforma or programmatic implementation. Unlike
managerial districts which have been able to balance rule
development with a broader vision of the programmatic
possibilities, these districts are still working out fair
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procedures that both administrators and teachers believe are
appropriate. The success of their system is measured not by
better schools but by better rules.

Large size is a major factor in the use of the procedural
approach in two districts. Because communication channels are
complex in large districts, information about the program has
generally been disseminated through routine modes that do not
communicate as well the 'uniqueness' of the program -~ "It was
just another announcement that I was too busy to read....I could
have attended a meeting about it but I didn’t..." are typical
teacher comments. Because the policy can't be ignored for long,
teachers' ad hoc information sharing within and among schools
about it promulgates uncertainty and sometimes distrust of
apparently different procedures and rules from school to school.

"It seemed to me that the principal made sure the 'special
few' knew about it....I wasn't one of them...." or "Our
principal was pretty good about keeping us informed, but I know
that at [another school], they had a completely different picture
of who could qualify." are typical teacher comments.

To minimize the "rumor mill" and percepticns of favoritism,
district administrators and teacher representatives negotiate
fair rules and procedures and focus most attention on
communicating the rules. Secondary is the message that teacher
participation can expand their participation in school planning
and policy setting. Even though teachers and administratcrs
acknowledge overall positive benefits from the CLS, their talk
centers around how teachers go about qualifying for various
compo:ients and how money is distributed.

Principal comments representative of this procedural
approach are:

For teachers it is good to have the
opportunity to make more money....teachers
are grateful for the money....[but] wonder
what hoop they have to jump through next to
get [it]." and "I support it because it pays
teacher for extra time....but teachers were
good before this...the paperwork that they
and I have to go through is too time-
consunming....at least we've worked out a plan
that seems fair.

A teacher comments:

I know some good things have come out of
this, but I regard it as...a necessary
evil....it's pay for what we should be doing
anyway...but more 'hoops' to jump through to
get it...There are some problems with
comnunications. Teachers do not know the
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specific requirements and processes for
career ladder....other teachers do not want
to assemble a dossier that is still
required...it's a waste of time...advancement
to a professional level does not mean the
individual is a superior teacher...it just
means the person qualified by jumping through
hoops.

In procedural districts, the locus of control over
decisions about how the CLS is to be implemented has changed over
time. 1In most, the policy was viewed initially as an overly
complex teacher compensation policy best worked out by the
teachers. Early problems negotiating how to put the plan into
effect led some district administrators to assume a more active
role in overseeing the CLS -- ensuring that the procedures are
fair and not fodder for litigation. A more active district role
has returned a balance in decisionmaking that suggests that, over
time, emphasis may shift from proceduralism to a more managerial
approach.

Large numbers of students in overcrowded schools has
contributed to one district's procedural approach to implementing
the ladders. In this mid~sized district, issues of resource
distribution to manage crowded classrooms have primary attention.
Morale problems among teachers dealing with large classes are
exacerbated by the stresses brought about by the change in their
work roles associated with the ladders. "I've always believed in
merit pay...but after working with this system, I've about
concluded that it becomes divisive and demoralizing." notes one
administrator. "Teachers like the money too much....I have to
pay to get done what I used to find volunteers to do." notes a
principal.

Not surprisingly, teachers view the additional money as a
necessary reward for the large class loads, and couch comments
about school benefits in terms of paying teachers more to get the
job done. "“You've got a huge carrot in front of a very hungry
donkey here....we need these incentives to take on such large
classes...the committee work may be interesting but it's too time
consuming....and with 39 fourth graders in my class, I'm just
about overwhelmed with my own teaching and grading....I need pay
to attend those committee meetings at this point."

One district moved to procedural implementation after
initial -- "almost devastating" -- attempts to implement what
they perceived to bhe the intent of the legislation. They
replaced the step and lane compensation system with that of
Career Ladder Levels. As a district administrator noted:

We took the green book that was the
start of this whole thing and believed it.
We didn't stand on the edge. We bet the whole
thing....and threw out the salary




schedule....The problems began with the
funding restrictions....many of our teachers
were frozen on a step for two years....they
lost money with the cost of living
increases....we were hurt badly by the fact
that the money simple vasn't there to reward
the people who had, in good faith, agreed to
go with the system all the way.

The lingering effects of the lack of full funding for CLS
continues to effect this district. Recent attention to
procedures involved rebuilding a salary scale that incorporates
Career Ladder funding in it. Fairness in rules and procedures is
the primary response of teachers who were "frozen on a ladder
level with no pay or incentive for better work for two years...."
In the words of another, "Instead of helping my career, I felt
like it was over....believe me, I'm paying attention to how this
thing is being worked out this time arouad."

Programmatic Implementation

In contrast to procedure bound districts, those employing
programmatic strategies of implementation generally approach the
Career Ladder Policy as a tool for realizing school and district
program goals without regard to the policy's intent to alter or
expand the work of teachers. Teachers and principals can speak
articulately about school improvement effects of the policy.
However, differentiation of teacher work roles or concerted
attempts to identify and reward the best teachers through
permanent ladder promotions are not strongly evidenced.
Decisionmaking in is often centrally controlled by district
administrators or a central Career Ladder Committee dominated by
administrative input. This administrator dominance tends to keep
the policy goals focused on programmatic ends with less emphasis
competing values for teacher professionalism. In fact, one of
the districts using this approach has designed temporary ladder
levels for teachers acting as mentors or curriculum specialists.
"We have three year perches, not rungs" is how one administrator
explained it.

Administrators are strongly supportive of the programmatic
benefits of this approach, and it is clear that overall district
and school program effects are positive. Having extra help to
carry out school and district goals i3 a primary benefit to
administrators.

This has changed our school
dramatically....I have an instructional team
to carry out our school goals... our scores,
attendance, and turnover rates are showing
that something good is happening...that's
because of the Career Ladder....there is no
question that school and district programs
are better for it. Principal
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The fact that I can assign a mentor to
new teachers has made an extraordinary
difference at the elementary level...new
means new to the profession, new to the
school, or new to a grade-level...all need
help...now they get it. Principal

Many teachers agree.

The district training I got for helping
new teachers was excellent....we have a
common language to talk about our work...our
curriculum is stronger by far...leader
training has helped me share with teachers
why we're good...or what things about the
school we can change to be better.

Such program benefits are not to be minimized, certainly.
However, one result of this emphasis is less commitment to it on
the part of teachers as a professional benefit.

I see the good things that are happening
in the schools and applaud the system....but
it isn't keeping good teachers in schools.
It's just making the school run better.
Teacher

Proforma Implementation

In five districts, educators are still grappling with trying
to figure out exactly what the CLS policy is and how to implement
it. Some of these districts are small, with small administrative
staffs. Those assigned to implement the policy are also in
charge of curriculum, personnel, and other special projects. The
job of designing and implementing the system is a large
administrative task. In these districts as in all others, some
very positive school and professional development activities can
be found. However, dislike of or frustration with the policy
outweighs recoynition of the benefits.

In some districts, teachers and principals feel the various
components -- performance bonuses especially =~ served to divide
their close workplace and neighborhood relationships.

When you've lived down the street from a
[teacher~-colleague] for several years and
stop talking about your work because of a
silly policy =-- that's not a good policy.
Teacher

In these districts, educators generally view the CLS as a

needless diversion of monies from WPU funding. Teachers and
administrators view it as an administrative procedure with which
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they must comply -- minimally. There's a tendency to distribute
as much money as possible to as many teachers as possible. The
CLS works to carry out individual administrator or teacher goals
rather than to bring about district-wide professional or
organizational improvements.

I don't know if what I'm paid for helps
the overall schoel....it does great things
for my own class, though. Teacher

While the policy is, in fact, creating positive changes in some
ways, teachers see little connection between the isolated, albeit
good, projects.

Decisionmaking and information dissemination are localized
or haphazardly monitored. In one district, some teachers
complained about the unfairness and secrecy in the process of
awarding bonuses: administrators reported that they had not been
awarded at all! As this suggests, neither administrators nor
Career Ladder Committees control the implementation procedures in
a way that communicates a vision of the policy as anything but an
outsiders attempt to control the way we pay teachers.
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ATTACHMENT A

Case Study Protocol
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PROTCCOL FOR CASE STUDY RESEARCH

Superintendents

1.

Assistant Superintendents in charge of Principal Evaluation

Fiscal Officer

1. What have the different components actually cost the
district? (the information we asked them in advance to
gather for us)

2. Have there been unanticipated administrative costs?

3. Does you district contribute money of its own to the Career
Ladder System?

4. Has it in the past? Will it in the future?

Dersonnel

1. Since the inception of Career Ladders in you district, have
there been changes in teacher turnover?

2. Have there been shifts in the retention rates of teachers?

You have already given your time to us during the phone
interview, so we don't want to repeat the same questions.
Since the new year has started, have there been any changes
in the Career Ladder System in your district? Are there any
additional comments you wish to add?

Could you explain the composition of the Career Ladder
Planning Committee in your district? What role do you play?
Has you role changed over time? How are the other members
of the committee chosen? How long do they serve? Have
their roles changed over time?

Would you make any changes in the funding formula of the
Career Ladder System?

How has the role of the principal changed because of Career
Ladders? (How has the work of the principal been modified?)

Have there been unanticipated administrative costs?

If you make recommendations to the Legislature concerning
the future of the Career Ladder System, what would you say?
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3. Have there been increases or decreases in the number of
grievances filed?

4. Has Career Ladders affected recruitment practices in the
district? (Is it used to attract teachers who nmight have

gone elsewhere? Is it a program of which new teachers are
awvare?)

Teachers

Remind the teachers that the discussions will be kept in
strictest confidence. Encourage them to be as frank and candid
as possible and that we would like to hear about both the
strengths and weaknesses of the program.

1. How does Career Ladders work in your school? (discuss all
four components)

2. How do you feel about the way it is working?

3. How has the evaluation process changed?

4, What are the strepgths of the Career Ladder System?

5. What are the problems?

6. If you could make recommendations to the Utah Legislature
concerning the future of the Career Ladder System, what
would you say?

Principals

1. How does Career Ladders work in your school? {discuss all
four components)

2. How has the work of teachers changed? How has the work of
principals changed?

3. Would parents notice any differences in the school?
4. If you could make recommendations to the Utah Legislature

concerning the future of the Carszer Ladder System, what
would you say?

Parents

1. Are you aware of the Career Ladder System?

2. How do you get information about the program?
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3.

Career Ladder Planning Committee

1.
2.
3.

4.

FISCAL DATA NEEDED FROM UTAH SCHOOL DISTRICTS FOR USE IN
EVALUATING THE UTAH CAREER LADDER SYSTEM

1.

S

From your perspective as a parent, have there been changes
in the schools?

How is the Career Ladder Planning Committee chosen?
How has your role changed over time?

What are the strengths of the Career Ladder System?
What are the problems?

If you could make recommendations to the Utah Legislature
concerning the future of the Career Ladder System, what
would you say?

Current adopted budget for the dlstrlct, with any budget
modifications that have been made since its adoption.

Detailed expenditure report for 1986-87, showing budgeted
and actual amounts.

Amounts paid o teachers from the Career Ladder fund --
show1ng amount vaid for each component (performance bonus,
job enlargement, ladder levels, extended day contracts,
shortage areas incentives). Indicate amounts received and
the number of teachers receiving each amount for each
component. ,

Identification of local funds used to support Career Ladder
costs, if any. Breakdown ky component funded through local
budget.

Identlfy administrative costs for Career Ladder System --
planning, administration, evaluation, etc.

Report of all district tax levies and district.
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APPENDIX D

Research Instruments
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{@ FAR WEST LABORATORY

FOR EDUCATIONAL RESEARCH AND DEVELOPMENT

STUDY OF THE UTAH CAREER LADDER SYSTEM
PRINCIPAL SURVEY

Far West Laboratory for Educational Research and Development has been
contracted by the Utah State Board of Education to do an evaluation of the state's
Career Ladder System. The purpose of the study is to aid the Utah State
Legislature in their deliberations on the future of the program.

We would like your views of the various career ladder components. Your
perspective as a school administrator is very important to our study, so we urge
your participation. Please return your completed questionnaire in the enclosed

prestamped envelope by Friday, October 2, 1987,
Your responses will be held in strictest confidence. The coding of this

questionnaire is only for the identification of response rates by district. No
individual data will be released in our report.

Thank you for your help in evaluating Utah's Career Ladder System.

|
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FAR WEST LABORATORY
STUDY OF THE UTAH CAREER LADDER SYSTEM

PART I: The following questions ask about the
Career Ladder System _as it works in your district,

Please circle the number that indicates the extent
to which you agree with the statements below.

strongly disagree neither agree agree strongly
disagree somewhat nor disagree somewh~t agree
OO S - N Bl . @ 5]

Strongly Strongly
Disagree<--- ——~>Agtee
The Career Ladder System is effective in providing ...

1. A multiple-level compensation system for teachers... [1] 1-2-3-4-5
2. Incentives for good teachers to remain
iN the ClaSSIO0M....ccueesusemsesssssnssnssmssssesssssssssssssasssssassons 2 1-2-3-4-5
3. Incentives for good teachers te remain in the
classroom if continued for a minimum of five years...... 3] 1-2-3-4-5
4. More frequent teacher evaluations.........eeeeenreensersennees [4] 1-2-3-4-5
5. More effective teacher evaluations........cccceueerurereneecs [5) 1-2-3-4-5
6. A comprehensive curriculum for the district................... B 1-2-3-4-5
7. A strong instuctional program for students.............ue..s Y| 1-2-3-4-5
8. A positive climate for 16aming ........cccceveureesreereseresenene 18] 1-2-3-4-5
8. A positive work environment for teachers..........ccoeeeeree. 9] 1-2-3-4-5
10. A positive work environment for prinCipals..........e.....ee..s fiIe} 1-2-3-4-5
11.  Strong leadership for SChOOIS..........cereumeumenncrrnscerenane (1] 1-2-3-4-5
The Career Ladder System has helped principals to ...
12.  Evaluate teachers more effectively......cocceveervrererennee. 2] 1-2-3-4-5
13.  Provide a stronger curriculum for students.........c..ccuu..u [133 1-2-3-4-5
14.  Monitor student achievement more effectively.............. [14] 1-2-3-4-5
15.  Coordinate school and district objectives more
EIfECHVEIY..oevenrrrecrreestssemns s tsssesssssessessass sssssesse anssnssens [15) 1-2-3-4-5
16.  Work more effectively with teachers..........eeecreusernenens [16) 1-2-3-4-5
17.  Work more effectively with district administrators.......... (177 1-2-3-4-5
18.  Work more effectively with parents..........ceeeeveevierecrrerunnes [18) 1-2-3-4-5
19.  Retain excellent teaChersS......oemmermessisrissssisres e ssasnanns 19 1-2-3-4-5
20. Share evaluation responsibilities with teachers............. 200 1-2-3-4-5
21.  Reward outstanding teaching........ccoecoeuisrerererscrnsrerssnensee 1] 1-2-3-4-5
22.  Useteachers' professional skills more effectively.......... 2] 1-2-3-4-5
23.  Complete record-keeping and school management
tasks MOre effiCienty........vereeemssesnernensrsenssrnsssesssensisies [23] 1-2-3-4-5
24,  Improve the overall school climate............ccocvuviirissseeee, 4 1-2-3-4-5




The Career Ladder System in my school has improved...

25.
26.
27.
28.
29.
30.
31,
32.
33.
34.

The overall instructional program.............ceeeeeseseecenesrerene
Attention to students’ academic progress............eceeeueee
Student achievement ... creresetae s e s bensaaenaees
Parent SUPPOM .......ceveere e et sessessesessssssenne
Teacher leadership oppoOrUNILIES .......oceveeerrvernesreeninnnns
The principal's role as instructional leader..................
The day-to-day operations of the school..........cc..ouereerenne.
The morale of teaChEIS.........cccecemreemererisresesresessssesesesnens
The teacher evaluation ProCess..........cewomrnenserersrersenens
The Career Ladder System should be

continued in My diStriCt........c..cereerenersrensensrrersensrnnens

PART Hli: The following questions ask you about

the various companents of the Career Ladder

System in your district,

EXTENDED CONTRACT COMPONENT
(Additional days added to the contract year)

Strongly Strongly
Disagree<-— --->Agree

[25] 1-2-3-4-5
[26) 1-2-3-4-5
7] 1-2-3-4-5
28] 1-2-3-4-5
9] 1-2-3-4-5
[B0] 1-2-3-4-5
B1] 1-2-3-4-5
2] 1-2-3-4-5
B3] 1-2-3-4-5

[34] 1-2-3-4-5

The Extended Contract Component effectively increases teacher opportunities to...

35.
36.
37.
38.

39.
40.

Plan for classroom inStrUCtON........cccereeeereueesnsuenesnsenseneee
Develop CUMTICUIUM........cconeeririrenscsennseenseretrnnessssesssssnenes
Participate in professional development activities.........
Take care of critical record-keeping and paperwork

Provide additional instruction to students........ceceeeremne.es
Communicate with Parents............eveeeeeeeeeremesseeesssseessesnnnns

The Extended Contract Component effectively helps principals to...

41,
42,
43.
44,

Carry out critical school management tasks....................

Work more effectively with teachers........cceeuveeeenreneesennns
Work niore effectively with parents.........c.c.eceeveeevernsernnnens
Maintain a smooth running SChool..........ccceeeveinnreererneennnne

The Extended Contract Component effectively allows the district to...

45.

46.
47.

Accomplish important district-wide planning and
ManagemMENt taSKS.......ccovurrerrrrensresmrrnnrersesssssasensessassnsens
Communicate more effectively with parents..........o.......
The Extended Contract Component should

b8 CONtINUE ......ocvrrreecrrenrreeencrnrrssrss s srnsssessesssss e

5] 1-2-3-4-5
[36] 1-2-3-4-5
7] 1-2-3-4-5
[38] 1-2-3-4-5
9] 1-2-3-4-5
[40] 1-2-3-4-5

[41]
[42]
[43]
[44)

[45)
[46)

47  1-2-3-4-5




Strongly Strongly

Disagree<-—- -->Agree

PERFORMANCE BONUS COMPONENT
(Monetary bonuses awarded for excellent teaching)
The Performance Bonus Component is an effective incentive for teachers to...
48. Remain in the teaching profession...........c.ccemersnennees [48 1-2-3-4-5
49.  Care more about the quality of their teaching............ceeeu.. [49) 1-2-3-4-5
50.  Understand better the teacher evaluation process......... [B0) 1-2-3-4-5
51.  Observe other teachers in their classrooms..................... [B1] 1-2-3-4-5
52. Be observed by other teachers in their classrooms......... [B2) 1-2-3-4-5
The Performance Bonus Component effectively helps principals to...
53. Reward excellent teaching...........ceceeveesnnemrecsncnsnesniesnncnns [B3) 1-2-3-4-5
54. Improve instruction in the SChOOL.........cceveemeerseerennnenncenens [54] 1-2-3-4-5
55.  Carry out better the teacher evaluation process.............. [5) 1-2-3-4-5
The Performance Bonus Component effectively allows the district to...
56.  Retain excellent teachers.........cocvvevevnerreemnsresrsersnsssensenne [o6] 1-2-3-4-5
57.  Ensure fair, consistent teacher evaluations district-wide. [67] 1-2-3-4-5
58. Improve the morale of teachers in the district................... (58] 1-2-3-4-5
53. The Performance Bonus Component

should he CONtINUED..........cerveerserrnenscnsseriesrsssnsesssasssssisnne B9 1-2-3-4-5
JOB ENLARGEMENT COMPONENT
(Extra pay for school- and district-related work other than teaching)
The Job Enlargement Component is an effective incentive for teactiers to...
60. Usetheir professional skills more effectively ............... [60] 1-2-3-4-5
61.  Share leadership responsibilities in the schoal.............. 61 1-2-3-4-5
62.  Improve instruction in the SChOOL.........coceeveereemvermreenensvennes [62) 1-2-3-4-5
63. Receive pay for work that, in the past, they

Qid {07 N0 PAY.....ve e cerrrtentessssnsssssssssssssssssssssssesssesssessans [63] 1-2-3-4-5
64. Better serve the educational needs of students.............. 64 1-2-3-4-5
The Job Enlargement Component effectively helps principals to...

_ 65.  Accomplish important school management tasks.......... [65) 1-2-3-4-5
66. Improve the learning enviroment for students................ [66) 1-2-3-4-5
67. Improve student academic achievement......................... 677 1-2-3-4-5
68.  Use the professional skills of teachers more

EHECHIVEIY. ..coererre et esessesssssenassaneaie s [68] 1-2-3-4-5
69. Reward excellent teachers........miesremsisnsessessssessnnnnes [69) 1-2-3-4-5
The Job Enlargement Component allows the district to...
70.  Carry out district-wide curriculum planning and

implementation more effectively.......occonurincinsiinierennees [70) 1-2-3-4-5
71.  Improve communication among parents and schools... 1] 1-2-3-4-5
72.  Use the professional skills of teachers more

BHECHVEIY.ccvu ettt sna s 72 1-2-3-4-5
73.  Retain excellent teachers.......occrievvinsenerincessisnceinisennes 73 1-2-3-4-5
74.  The Job Enlargement Component

should be CONtINUEA.........vcvimnessssessnirsnserssssrasnenees [74) 1-2-3-4-5




Indicate the Career Ladder Component(s) least valuable to your district.
[104] the Extended Day Component
[105)] . the Job Enlargement Component

[106) the Performance Bonus
[107)] the Career Ladder Levels
[108] none are of value

PART lil: The following questions ask about participation
in the Career Ladder System by teachers in your school
during the 1986-87 school year.

What percentage of teachers earned pay for work carried out under the Extended Day
Component?

[109] 0-25% [111] 51% - 75%

[110] 26%-50%  [112] 76% - 100%

[113]  How many Extended Days did the district schedule? (circle one)
1234567891011 1213 14 1516 17 18 19 20 20+

Indicate, the number of days set aside for a particular activity.

[114]  Inservice activities and workshops [114]

[115]  Individual teacher planning and preparation [115]

[116)  Direct work with students [116)

[117]  Grading, recordkeeping, and related paperwork [117]

{118]  Parent conferencing [118]

[119]  Crientation meetings at school [119]

[120]  Other [120]

What percentage of teachers received a Periormance Bonus?

121} ____ 0-10% [124] 31% - 40% [127) 61% - 70%
[122] 11% - 20% [125) 41%-50 % [128] 71% - 80%
[123] 21% - 30% [126] 51% - 60% [129) 81% - 90%

[130] 91% - 100%

How were Performance Bonus dollars divided among teachers?

[131] All teachers who qualified received the same dollar bonus.
{132) Teachers who qualified received different amounts based on a district
rating system.

indicate the amount of the bonus if all received the same amount. Indicate the range of
the bonus awards if there was a differentiated system of awards.
[133) § (Single amount) (134) § to$ ($ range)

Did the district offer pay for work carried out under the Job Enlargement Component?
{135] No [136] Yes
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If yes, for which of the following activities did teachers earn Job Enlargement pay?

[137)  Curriculum alignment and/or development [187)
[138]  Master Leaming Coordinator [138]
[139]  Teacher Mentor or Lead Teacher [139]
[140)  Summer school teacher [140]
[141]  Ombudsman or Community Relations Work {141]
[142)  Career Ladder Planning Committee work [142)
[143]  Otherdistrict committee assignment [143]
[144]  Sturlent assessment activities [144]
[145]  Computer or other technology projects [145]
[14€)  Other [146]
List in order the two most important criteria used for placement on the Career Ladder in
your school.

[147]

[148]

‘PART {V: Pleasc describe yourself by circling the
appropriate responses to >ach of the questions below.
Circle all that apply.

[142]  How may years have you been a principal? (circle one)
12345673910 111213 14 15 16 17 18 19 20 21 22 23 24 25 25+

[150]  Hlow many vears have you been a principal in your current district?
1234567891011 12133 14 15 16 17 18 19 20 21 22 23 24 25 25+

What is your gender

[151) Female {152, Hiale
What is your age group?

153 under 25 1156] ____ 361040 [159 511055
154 2510 30 157 4110 45 ) 56 to 60
158] 311035 158] ____ 46t050 (161 61 or older
What is your highest educational degree?

162 BA/BS 164] MEd [166) Other degree
163 MA/MS 165) Fh.D./EA.D

What is the level of your school?

167) Elementary [1 69 High School
168 Jr. or Middle School 170 Other

What kind of community does your school serve?

171 Large city 173) ____ Smalltown “~

172) . Suburb 174 Rural.community

How would you describe the overall socio-economic level of the community that you

serve?

175 wealthy

176 middle income

177 lower income/employed

176 very low income/high unemployement
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FAR WEST LABORATORY

FOR EDUCATIONAL RESEARCH AND DEVELOPMENT

STUDY OF THE UTAH CAREER LADDER SYSTEM
TEACHER SURVEY

Far West Laboratory for Educational Research and Development has
been contracted by the Utah State Board of Education to do an evaluation
of the state's Career Ladder Sysiem. The purpose of the study is to aid the
Utah State Legislature in their deliberations on the future of the program.

You have been selected as part of a carefully drawn sample of teachers
from throughout the state. We would like to have your views on the various
career ladder components. Since we are taking only a sample, rather than
asking all Utah teacher to fill out the questionnaire, every response counts.
Please return your completed questionnaire in the enclosed prestamped

envelope by Friday, October 2, 1987.

Your responses will be held in strictest coniidence. The coding of this
questionnaire is only for the identification of response rates by district. No
individual data will be released in our report,

Thank you for your help in evaluating Utah's Career Ladder System.
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FAR WEST LABORATORY

itworks in vour district, Please circle the number that indicates
the extent to wiiich you agree with the statements below.

148

STUDY OF THE UTAH CAREER LADDER SYSTEM

PART I: The following questions ask about the Career Ladder System ag

strongly disagree nelther agree agree strongly
disagree gsomewhat nor disagree somewhat agree
............ 0 SO . SN . N o, SR i S
Strongly Strongly
Disagree<— —->Agree
The Career Ladder System is effective in providing...
1. A multiple-level compensation system for teachers.... [1] 1-2-3-4-5
2. Incentives for good teachers to remain
in the ClaSSIO0M.......ccvuuereerermmnnrcsrnsesssersasssssasesssssanssane [2) 1-2-3-4-5
3. Incentives for good teachers to remain in the
classroom if continued for a minimum of five years...... (3) 1-2-3-4-5
4. More frequent teacher evaluations............ceeverurerseerenens (4) 1-2-3-4-5
5. More effective teacher evaluations...........cueeeirivonirisenies [5) 1-2-3-4-5
6. A comprehensive curriculum for the district...........c...... 6 1-2-3-4-5
7. Astrong instuctional program for students.........c..cuvuenee. Ui 1-2-3-4-5
8. A positive climate for 1earning ..........ccceceeeeecvemmeererrinnann, 8) 1-2-3-4-5
8. A positive work environment for teachers..........cccccme. © 1-2-3-4-5
10. A positive work environment for principals.... ..o [10) 1-2-3-4-5
11.  Strong leadership for SChOOIS...........oorreeernivrisenirrissvnninns (1] 1-2-3-4-5
The Career Ladder System has effectively enabled me personally to ...
12.  Teach more effectively.......c..crercneenecesneenenersnnnsnsneens (1] 1-2-3-4-5
13.  Prapare better curriculum materials.............ccoevvrrerrmneene [13) 1-2-3-4-5
14, Monitor student achievement more effectively............. 14 1-2-3-4-5
15.  Spend more time with individual students..................... (15 1-2-3-4-5
16.  Work more effectively with other teachers..........c..cccoun.. (16) 1-2-3-4-5
17.  Work more effectively with the principal.........c.ccceenunnne. (17 1-2-3-4-5
18.  Work more effectively with parents..........coceevrvueervneseeneen. (18] 1-2-3-4-5
18.  Observe other teachers in their classiooms...........ceue.. {19 1-2-3-4-5
20. Be observed by other teathers in my classroom........... [0) 1-2-3-4-5
21.  Be rewarded for outstartiing t€aching.........ceeuerenerereees [21) 1-2-3-4-5
22.  Advance in responsibility and pay........c...ceceneeessrinnees 2] 1-2-3-4-5
23.  Complete record-keeping and paperwork tasks
MOrE EffiCIENtY.......ccvrrrrs e sseereerssrssesr e cssessssrasenes [3) 1-2-3-4-5
24.  Better understand the way my work fits into the
overall district educational plan.........ouvmensiinnsinne, 24 1-2-3-4-5




The Career Ladder System in my school has improved...
25.  The overall instructional program.............eeeeessessescesenns

26.  Aftention to students' academic Progress..........ueeseeess.
27. Studentachievement.....................

28.  Parent SUPPOM ....ccveemrmererereescnmsennsesmsssasesssesssessssssssassssssnasss
29.  Teacher leadership OPPORUNILIES ........uuerrreeervessnssseneeees
30. Theprincipal 's role as instructional leader...................

31.  The day-to-day operations of the SChOOL..........cccurervennnene
32.  The morale of teachers
33.  The teacher avaluation PrOCESS......cuwuereermsrssssersenesseases

34. The Career Ladder System shou'd be
continued in MY AiSIrCt........ccceeeererruecmmseserscnscnsnenees

Strongly

Strongly

Disagreec<~- —>Agree

[25]
(26]
[27)
[28]
[29]
[30]
[31)
(32)
[33]

[34]

) ) ) ) )
) ) ) [ L )
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PART II: The following questions ask you about {he various components

of the Career Ladder System in your district.

EXTENDED CONTRACT COMPONENT
(Additonal days added to the contract year)

The Extended Contract Component effectively increases teacher opportunities to...

35.  Plan for classroom inStrUCHON..........ccmeeuscumsescinnsinnsscsens
36. Develop curriculum ceressssserssasaassssmsssssases
37. Participate in professional development activities.........

38. Take care of critical record-keeping and paperwork

BASKS....oevmeeeeeeeetensesnasnasssnsasaasssessasssesess
39. Provide additional instruction to L1010 [=10) (=T
40. Communicate With Parents.........co.ueeeucecemccusssensessssssnsannss

The Extended Contract Component effectively helps principals to...

41.  Carry out critical school management tasks...............e..
42.  Work more effectively with teachers...........cceeeeeveemsersseens
43.  Work more effectively with parents.......c.cvuevnenssennns
44.  Maintain @ smooth running SChOOL.......vsieusemesssssnisnnssans

The Extended Contract Component effectively allows the district to...

45.  Accomplish important district-wide planning and
management tasks
46. Communicate more effect;vely with Parents.........eeeens

47. The Exterded Contract Component should
De CONNUED ...vvrrrrrsrir, ceemtcasenencansanessnss s

[35]
[36]
(37}

[38]
[39]
[40]

[41]
[42]
[43]
[44)

[45)
[46)

[47)
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RF AN

NUS COMPONENT

(Monetary bonuses awarded for excelient teaching)

The Performance Bonus Component is an effective incentive for me to...
48.

49.
50.
51.
52.

The Performance Bonus Component effectively helps principals to...

53.
54.

- 5.

The Performance Bonus Component effectively allows the district to...

56.
57.
58.

59.

Remain in the teaching profession................ .
Care more about the quality of my teaching..................
Understand better the teacher evaluation process.........
Observe other teachers in their classrooms.....................

Reward excellent teaChing..........coveeeeeveeneeceremnseeenessressssenes
Improve instruction in the SChOOL........cvveeveeeeeeereersrenennne
Carry out better the teacher evaluation process..............

Retain exCellent teaCHEIS........cceeeeeeeeeenereness s
Ensure fair, consistent teacher evaluations district-wide.
Improve the mc:ale of teachers in the asstrict...................

The Performance Bonus Component
Should be CONINUEG........cceeveeeerrerrertrenresessereeasrsssnaes

JOB ENLARGEMENT COMPONENT
(Extra pay for school- and district-related work cther than teaching)

The Job Enlargement Component is an effective incentive for me to...

60.
51.
62.
63.
64.

Use my professional skills more effectively .....................
Share leadership responsibilities in the schoal..............
Improve instruction in the SThOOL.........evevvee veoveveeeererrann,
Receive pay for work that, in the past, | did for no pay...
Better serve the educational needs of students..............

The Job Enlargement Component effectively helps principals to...

65.
66.
67.
68.

63.

Accomplish important school management tasks..........
Improve the leaming enviroment for students................
Improve student academic achievement.................ee......
Use the professional skills of teachers more
BHECHIVEIY......ccerrrrreereersertrserrssissnirinns essssssnssinsssnssasssnsonnes
Reward excellent teaChers......... wuuecveneriunressernnsssnnesnssnnns

The Job Enlargement Component effectively aflows the district to...

70.

.
72.

73.

Carry out district-witle curriculum planning and
implementation more effectively.......ccovvvereneees  cevemnernen
Improve communication among parents and Scr.wols...

Use the professional skills of teachers more

BHECHVEIY....cs st e esnnsessenns ceeenertasrens
Retain excellent teaChers..........veciecreermsseecnninrsnssssenans

The Job Enlargement Component
should be CONtINUED.........cuverererernsreneenenesenssessrnanes

Strongly Strongly
Disagree <- - - ->Agree

[48) 1-2-3-4
[49) 1-2-3-4
[0 1-2-3-4-
1) 1-2-3-4
[52) 1-2-3-4

[53) 1-2-3-
[4] 1-2-3-4-
[5) 1-2-3-
6] 1-2
7] 1-2-3-4-
(58] 1.2

9] 1-2-3-4-5

[0] 1-2-3-4-5
[61) 1-2-3-4-5
2] 1-2-3-4-5
[63) 1-2-3-4-5
[64) 1-2-3-4-5
[65) 1-2-3-4-5
[66] 1-2-3-4-5
[67] 1-2-3-4-5
[68) 1-2-3-4-5
[6S) 1-2-3-4-5
[70) 1-2-3-4-5
7] 1-2-3-4-5
72 1-2-3-4-5
73] 1-2-3-4-5

74 1-2-3-4-5




CAREER RLEVELS
(Ditferenbated pay determined by placement on a particular Career Ladder Level)

Career Ladder Levels are an effective incentive for me to...
75.  Improve my teaching skills..
76.  Monitor student academic achievement more
SYSteMALCANY......cvveeerirrerrer ettt nanes
77.  Carry out district curriculum objectives more
SYSIOMANCAlY.......oeeerreenrcrerrerrerrerrsssiesss s sessssnssssseens
78.  Care more about the quality of my teaching....................
79.  Ask for professional help from colleagues
in areas where | fsel in need of improvement.................
80.  Ask my principal for professional help.........ccoccveeuevnnnn.

~

8i. Communicate more frequently with parents....................

Career Ladder Levels effectively allow principals to...
82. Reward excellent teachers. pevnrusesssrenees
83. Improve instruction in the SChOOL........cocceererereermrerenrrraenen.
84.  Conduct more thorough evalyations of teachers...........
85.  Carry out the day-to-day operations of the school

MOTE EHECHVEIY ..o curerrrusersserssersssessesssseranssssessssesssaessessens

Career Ladder Levels effectively allow the district to...
86.  Hetain excellent teachers...
87.  Ensure a more thorough teacher ¢valuation system
throughout the distriCt.........cuceecevveerrronees
88.  Improve the quality of instruction in the district................
89. Increase student academic achievement...........ccoevsrvenne.

80. Career Ladder Levels should be continued..........

Strongly Strongly

Disagree<— —»Agree

5] 1-2-3-4.5
6] 1-2-3-4-5
77 1-2-3-4-5
(8] 1-2-3-4-5
9] 1-2-3-4-5
[B0) 1-2-3-4-5
[B1) 1-2-3-4-5
[B2) 1-2-3-4-5
[B3) 1-2-3-4-5
B4  1-2-3-4-5
[B5) 1-2-3-4-5

[B6] 1-2-3-4-5
[B7] 1-2-3-4-5
B8] 1-2-3-4-5
[B9) 1-2-3-4-5
[80] 1-2-3-4-5

DISTRICT IMPLEMENTATION OF THE CAREER LADDER SYSTEM

My district followed fair and reasonable procedures in administering...
91.  The Extended Contract Days Component.........cc..conee.

92. The Job Enlargement Component .
83.  The Performanca Bonus COMPONENt..........eeveeennrenennnee
94.  The Career Ladder Levels Component.......cc....oeeevvenennnn.

01 1-2-3-4-5
[2) 1-2-3-4-5
[03) 1-2-3-4-5
[4) 1-2-3-4-5

My district provided the application forms and information | needed to understand and/or

apply for..
85. Extended contract days.........ccceevene.e.

86.  Job eniargement opportunities..............ereunne.
97. A periOrmManCce DONUS..........couerueervesecsssnssnsnssssssssssssssssssssssnns
9€.  Advancement on the Career Ladder

[5) 1-2-3-4-5
[96] 1-2-3-4-5
[07] 1-2-3-4-5
[08] 1-2-3-4-5




e S

Indicate the Career Ladder Component (s) most valuable to your district.

89. The Extended Day Component [99]
100. The Job Enlargement Component [100]
101. The Performance Bonus [101]
102. The Career Ladder Levels [102]

103. Allare of equal value [103]
Indicate the Career Ladder Component(s) least valuable to your district.

104. The Extended Day Component [104]
105. The Job Enlargement Component [103)
106. The Performance Bonus [106)
107. The Career Ladder Levels [107)
108. None are of value [108]

PART lll: The following questions ask about your specific participation in
the Career Ladder System in your district.

Did you receive pay for work carried out under the Extended Day Component?

{109] No [110] Yes____

[111]  HKyes, for how many days were you paid? days

[112)  $amount per day or [113] Total $ amount

If yes, indicate the number of days you worked on particular activities.

[114]  Inservice activities and workshops [114]
[115]  Individual teacher planning and preparation [115]
[116]  Direct work with students [116)
[117)  Grading. recordkeeping, and related paperwork [117)
[118]  Parent conferencing [118]
[119)  Orientation meetings at school [119]
[120)  Other, [120]
Did you receive a Performance Bonus for the 1986-87 school year?

[121] No____ [122) Yes_____

[123]  If yes, what was the amount of the bonus? dollars
Did you receive pay for work carried out under the Job Enargement Component?
[124) No____ [125] Yes

If yes, indicate the dollar amount you eamed for the following activities:

{126]  Curriculum alignment and/or development [126]
[127)  Master Learning Coordinator [127)
[128]  Teacher Mentor or Lead Teacher [128]
[129]  Summer school teacher [129)
[130) Ombudsman or Community Relations Coordinator [130]
[131]  Career Ladder Planning Committee work [131]
[132]  Other district coramittee assignment [132)
[133]  Computer or other technology projects [133]
[134)  Studentassessment activities [134]
[135)  Other [135)
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If yes, hiow were you selected for the Job Enlargement position?
{136} I was recruited for a specific position and was asked to apply.
OR
[137) I submitted an appication and selection was based on my application.

Listin order the two most important criteria used for placement on the Career Ladder in
your school.

[138]
[139)

PART IV: Please describe vourself by circling the appropriate
responses to each of the questions below. Circle all that apply.

(140]  How may years of teaching experience do you have?
12345678910 111213 14 15 16 17 18 19 20 21 22 23 24 25 25,

[141]  How many years have you taught in your current district?
1234567891011 12 13 14 15 16 17 18 19 20 21 22 23 24 25 25+

Atwhat level are you on your district’s Career Ladder?
[142) Level

[143)  How many Career Ladder Levels are there in your district? (circle one)
123456788910 11 12 12+

What is your gender? [144) Female [145) Male

What is your age group?

146 under 25 149 3610 40 152 511055
147] 2510 30 150 411045 153 56 to 60
148 311035 151 461050 154 61 or older
What is your highest educational degree?

155 BA/BS 15 MEd [159) Other degree
158) MAMS 158 Ph.DJEA.D
At %Jhat level do you teach? (162 Hioh School

16 lementary 1 igh Schoo

161 Jr. or Middie School [163) Other/Special School

What kind of community does your school serve?
164 Large city 16;] Small town
165] Suburb 16 Rural community

How would you describe the socio-sconomic level of the community that you serva?
168 wealthy 1 70] lower income/employed
middle income 1m low income/igh unemployment
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{w) FAR WEST LABORATORY

FOR EDUCATIONAL RESEARCH AND DEVELOPMENT
TELEPHONE SURVEY QUESTIONNAIRE

My name is . I am an
interviewer with Far West Laboratory for Educational Research and
Development in San Francisco.

You should have received a letter by now which explained that we
are a research organization. We have been contracted by the Utah
State Board of Education to do an evaluation of the state's Career
adder Program. As our letter mentioned, our report will be used
during Utah's next legislative session for deliberations on the
future of the program.

I would like to talk with you about the various career ladder
components. I am particularly interested in how they affect
teachers, principals, and district administrators in your
community. I think our conversation should last about one half
hour.

I know the letter emphasized that your comments would be kept
strictly confidential. I just want to reemphasize that -- and

I would appreciate it if you would be completely frank and candid
in your answers.

Do you have any questions for me before we begin our interview?

APPOINTMENT SCRIPT

Could we set up an appointment to talk sometime in the next few
days?

APPOINTMENT TIME:

Thank you for finding time for the study. 1I'l1l call back
(repeat day and time to reconfirm). Good-bye.

~—
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TELEPHONE SURVEY QUESTIONNAIRE
FOLLOWUP PHONE CALL

Hello, Superintendent

or

Hello, , Board President.

This is of Far West

taboratory. I am calling to keep our appointment to talk about
the Career Ladder Prpgram. I know you have a busy schedule, and I
appreciate that you’ve set aside this time to talk with me.

Again, let me remind you that what you have to say will be kept
in strictest confidence. So, if you don’t have any questions for
me, let’s get underway.
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Let me begin by getting a general overall impression of your
experiences with the Career Ladder Program.

1. From your perspective as a Superintendent, (or Board
President) what has been most valuable about the Career
Ladder Program?

158




2. What has been the most difficult or problematic aspect of
the Career Ladder Program to implement and why?

o 157




3. There are five different components to the Career Ladder
Program. They are used differently in the forty different
districts. For the next few minutes, I would like to ask
you about the five different components.

3A. Let us start with the extended contract component. Does your
district participate in the extended contract component?

Yes No

How does this component work in your district?

o 158




3B. To what extent do you think the extended contract component
has modified how teachers teach? 1In other words, has
teachers' work changed because of the introduction of the
Career lLadder Program into the district?

Qo 159




3C.

To what extent do you think the extended contract component
has modified how principals and other administrators do
their work in your district?

160




4A. The next component is the performance bonus component. Does
your district participate in the performance bonus
component?

Yes No

How does this component work in your district?




4B. To what extent do you think performance bonus has modified
how teachers teach?




4C. To what extent do you think performance Fkonus has mo fied

how principals and other administrators do their work in
your district?

ERIC 1683




5A.

Let us move to the third component of the Career Ladders

Program--job enlargement. Does your district participate in
the job enlargement component?

Yes No

How does this component work in your district?

184




5B. To what extent do you think job enlargement has modified how
teachers teach?




5C.

To what extent do you think job eulargement has modified how

principals and other administrators do their work in your
district?

166

11




-

6A.

The fourth component is the Career Ladder levels.
district participate in this component?

Yes No

How does this component work in your district?

12

187

Does your




6B. How many levels does your district presently have?

Number of levels -

6C. Has the number of levels changed over the three vears the
Career Ladder Program has been in effect in Utah?

Number of changes




6D. To what extent do you think the carecer ladder levels have
modified how teachers teach in your district?




6E. To what extent do you think career ladder levels have

modified how principals and other administrators do their
work in your district?

15

Q 170




7A. The fifth and final component in the Career Ladders Program
is incentive funding for teacher shortages. Does your
district participate?




7B. To what extent do you think the incentive funding for

teacher shortages component has modified how teachers teach
in your district?

17

172




7C.

To what extent do you think the incentive funding for
teacher shortages component has modified how principals ang
other administrators do their work in your disirict?

18

173




It seems the Career Ladder Program could be a complex policy
to interpret to teachers ,administrators, and community
groups. I would like to talk about this for a few minutes.
How did teachers come to understand the Career Ladder
Program? What was the process by which teachers got

information about the program? What do teachers think about
it at this stage? .

1¢
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How did administrators, especially principals, come to
understand the Career Ladder Program? What was the process
by which they got information about the program? What do
adninistrators think about it at this stage?

20



What do you say to community groups like PTA's, citizens
groups, parents, so they can understand the Career lLadder
Program? What was the process by which they got information

about the program? Wwhat do these groups think about it at
this stage?

21




11.

-

This is my last question. If you were given a few
minutes to speak to the Utah State Legislature concerning
your experiences as a Superintendent (Board President) with

the Care.r Ladder Program in your district, what would you
say to then?




TELEZHONE CLOSING COMMENTS

Thank you very much for all the time you've given me. 7. really
appreciate your help with our study. The report will be sent to
Superintendent Moss in December. His office will be deciding how
to distribute it after they receive it. I hope your school year
goes well. Good-bye. .

FINAL, IMPRESSIONS/HUNCHES
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